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I. INTRODUCTION 
This chapter provides background information pertinent 
to the research problem addressed in this study and describes 
the organizational context for the research. A statement of, 
the problem is supported by a conceptual framework and the 
purpose and objectives of the study. Operational definitions 
and limitations of the study are elucidated with the relev­
ance of the research study being summarized. 
A. Background 
Upon examination of position descriptions of Cooperative 
Extension Service staff in Iowa, it is apparent that certain 
key words are a part of each position description. Words 
such as coordinate, plan, lead, manage, organize, evaluate, 
supervise, implement, and decide are common to each job 
description (Wright, 1988). These key words are also used to 
describe management characteristics. Whiteside and Bachtel 
(1987) identified the ten most important management skills 
needed by the county extension director as having the ability 
to communicate, lead, plan, make decisions, budget, promote a 
good office image, build and maintain good public relations, 
evaluate, support staff, and motivate others. In assessing 
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the minimum job qualifications required for various extension 
positions, the need to possess management skills is not 
mentioned. 
The idea that all Cooperative Extension professionals 
are managers and must possess management skills is one that 
is likely debatable. The idea that all extension profes­
sionals should have a professional educational development 
plan that would include a course in management education as 
well as opportunities for practice of management skills is 
also one that might be cause for debate and discussion. 
Cooperative Extension professionals have a great deal of 
^ management responsibility within the frame work of their job 
responsibilities. 
The literature supports the idea that management is a 
part of the extension professional's job. 
"In the broadest sense all extension faculty are 
managers" (Prawl, Medin, and Gross, 1984, p. 4). 
"Managing limited resources to achieve optimum 
efficiency and effectiveness is perhaps the greatest 
challenge affecting the future vitality of extension" 
(Whiteside and Bachtel, 1987, p. 13). 
"All employees are managers" (Meyers as quoted by 
Martin, 1988). 
Historically, a Cooperative Extension professional's 
work has been organized around these broad program areas; 
agriculture, home economics, youth and community development 
(Buford, 1979). Extension professionals in county positions 
have been considered generalists instead of specialists, with 
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their major responsibility being to disseminate the research 
of faculty members at the university. One staff member has 
been assigned administrative responsibilities for that county 
office (Sanders, 1966). 
"Extension in the '80s", (Joint USDA-NASULGC Committee 
on the Future of Cooperative Extension, 1983) a national 
report on the Future of Cooperative Extension, stated that 
the professional quality of county-based staff was very 
important to the future of the organization. Since county 
staff comprise about two thirds of the work force of the 
Cooperative Extension Service in Iowa (Johnson, 1988), it is 
vitally important that we provide these professionals with 
the tools and expertise necessary for them to be highly 
skilled professionals. The possession of good managerial 
skills is among the qualities essential to being a highly 
skilled professional. As Buford (1979, p. l) pointed out, 
"within extension there is no more important and no more 
neglected area of study". Since minimum job qualifications 
do not require that an individual possess management skills 
to be considered for employment, is it an unwritten expecta­
tion that these skills will be present? 
Are management skills inherent, acquired, or learned 
skills unique to each individual? A study by the Honeywell 
Corporation in 1985 proposed that management skills are 
acquired in three ways, by on-the-job experiences, through 
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job associated relationships, and with educational learning 
experiences. There is no guarantee that any of these three 
methods will "ensure an individual of acquiring good manage­
ment skills. On-the-job experiences offer an opportunity for 
trial and error methods of learning. Can the organization or 
the professional afford the trial and error method? 
Job associated relationships may offer either positive 
or negative learning experiences with regard to good manage­
ment skills, depending upon the associations. These kinds of 
associations could be in the form of a mentorship, but 
mentoring cannot be made to happen (Leah and Leibowitz, 
1983). 
Formally planned educational experiences offer extension 
professionals opportunities to learn about management skills 
enabling them to develop a positive management philosophy and 
to begin to identify and build an effective management style. 
The National Policy Guidelines for Staff Development (1977) 
defines staff development as: 
"Education received in a structured setting 
that enables one to become more competent 
professionally ...". 
According to Peters and Waterman (1982), almost all 
successful companies encourage and accommodate intensive 
in-service training. In-service educational opportunities 
are provided for extension professionals in Iowa on a regular 
basis to update subject matter competencies. Continuing 
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education is highly encouraged and work toward advanced 
degrees is strongly suggested. 
B. A Statement of the Problem 
As the result of a perceived need. Dr. Robert A. Martin, 
Associate Professor of the Department of Agricultural Educa­
tion at Iowa State University, offered a course in management 
for extension professionals in the spring of 1987. The 
course, entitled Management in Extension, was intended for 
Cooperative Extension professionals and graduate students in 
the Department of Agricultural Education working toward 
advanced degrees and focused on extension education. The 
enrollment for the course included twenty-two extension 
faculty representing county, area, and state staff posi­
tions. Reactionary evaluations following the completion of 
the course included comments to indicate that it had indeed 
met the needs of those who attended, and also hinted very 
strongly that there was a need to have the course offered 
again for other extension professionals. 
Included in the reactions were: 
"You did a great job of relating this to extension 
this should be a requirement for all new staff, — at 
least supervisors". 
"I will be sending copies of some of the handouts to 
extension administration with the suggestion they be 
used with Area Directors". 
"A very relevant topic to Extension staff. I hope 
additional courses will be offered of this nature". 
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"The class was very informative and applied to real life 
situations in extension". 
"I feel I will be able to use, apply, and share much of 
what I have learned". 
A study completed by Kruse (1986) recommended that 
in-service education should be made available for mid-manag­
ers to develop competencies which are related to desirable 
outcomes with regard to giving and receiving feedback, team­
work, and team building intervention. There was also a 
recommendation regarding orientation programs for newer staff 
to facilitate understanding the role of mid-managers and the 
influence of the immediate work group. According to the 
literature and experts in the field, extension professionals 
are managers, but they may not perceive themselves as 
managers. There was a need to study this concept more fully. 
Nicholson (1987) surveyed extension professionals in 
Montana to ascertain in-service training needs. The results 
of this survey pointed out a need for all staff to receive 
management training. Specialists, administrators, and 
support staff strongly supported the need for field staff to 
participate in management related training. 
While the reactionary evaluation from the 1987 course 
was useful, there was a need for further study in this area. 
Kruse's (1986) recommendation for mid-managers in-service 
training on certain management competencies led to an assess­
ment of extension professionals perceptions of needed manage-
7 
ment skills. A follow-up conversation with Kruse (1987) 
indicated a personal perception that the majority of the 
extension professionals perceived themselves as needing to be 
subject matter specialists possessing some management 
competencies and only administrators were in positions to be 
managers. Following the Management in Extension course, 
Martin's (1987) perceptions were similar to those of Kruse. 
To quote Martin: 
"Extension professionals seem not to view what is 
thought of as traditional management skills as the 
skills needed to be a competent professional. All 
extension workers are managers and need to identify and 
acquire good management skills". 
The report of the Futures Task Force to the Extension 
Committee on Organization and Policy (ECOP), Extension in 
Transition: Bridging the Gap Between Vision and Reality 
(1987) recommended staff training in professional management. 
Recommendation 19 states: 
The staff development component of the system must be 
strengthened and supported to achieve the necessary 
specialization in staff training as well as retooling. 
More specifically, the task force feels that extension 
staff need more training in the following skills; 
.Anticipatory planning 
.Interdisciplinary planning 
.Networking and coalition building 
.Program delivery and communication alternatives 
.Professional management 
.Programming to facilitate adoption of ideas 
To implement this recommendation, there needs to be a 
definition of each of the specified skills. The focus of 
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this study speaks specifically to the topic of professional 
management. If professional management skills are to become 
a part of staff training, then those skills need to be 
identified. 
The search of literature to identify management skills 
needed by extension professionals revealed there has been 
little research done in this area. Bennett (1987) identified 
perceived professional competencies needed by extension 
agents which included some management competencies. White­
side and Bachtel (1987) listed 34 managerial skills essential 
for county directors. There appeared to be a need to 
identify management skills perceived to be essential for all 
extension professionals. Once those management skills are 
identified, there is a need to examine how to best teach 
those skills. If the skills are taught in a formal educa­
tional setting, how can the effectiveness of the educational 
treatment be evaluated, and will it change the perceptions or 
skill levels of the participants? A review of the literature 
on the evaluation of management education efforts was also 
quite limiting. Are there certain demographic factors that 
will have an effect on both the perceptions and the outcome? 
Limited available information and the search for answers 
further led to the conclusion there was a need for this 
study. 
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C. A Conceptual Framework 
An effort to evaluate the effectiveness of a formally 
structured management educational effort would require the 
embracing of three bodies of philosophy. A philosophy of 
management would need to be examined, along with adult educa­
tion principles and theories with regard to the learning 
process, and finally to encompass the study of evaluation 
from an educational perspective. Buford's (1979) concep­
tualization of management in extension was centered around 
the five basic functions of management: (1) planning, (2) 
organizing, (3) staffing, (4) directing, and (5) controlling 
with people, ideas, and things as the elements to be managed. 
In a later study, Prawl, Medin and Gross (1984) theorized 
that the Cooperative Extension Service's style of management 
was most nearly like that of the management by objectives 
(MBO) principle that was introduced by Peter Drucker in 1954 
but accepted as a sound theory about fifteen years later. 
"What the business enterprise needs is a principle of 
management that will give full scope to individual 
strength and responsibility and at the same time give 
common direction of vision and effort, establish team 
work and harmonize the goals of the individual ..." 
(Drucker in Prawl, Medin,and Gross,1984, p. 48). 
The term "management" more appropriately describes 
extension service's approach to its educational role than the 
term "administration" (Prawl, Medin, and Gross, 1984, p. 49). 
The fact that MBO requires that the vision and the 
energy of an individual be directed toward the ultimate goals 
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of the organization, gives credence to Prawl's thoughts on 
management in extension. Montana and Charnov (1987, p. 2) 
proposed a definition of management that appears to include 
both Buford's and Prawl's theories and seems even more 
appropriate for providing a conceptual framework on which to 
base this study. 
"Management is working with and through other people to 
accomplish the objectives of both the organization and 
its members." 
The definition above, according to Montana and Charnov, 
places an emphasis on the person in the organization, focuses 
on results to be accomplished and not just activities, and 
finally integrates personal and organizational objectives. 
From this perspective, task skills, people skills, and 
certain personal factors would be necessary in describing the 
attributes needed to be successful as a manager in any type 
organization. It is from this approach that this study was 
undertaken. 
A distinction was made by Cunnington (1986) as to what 
was meant when a reference was made to management education. 
Management education is the provision of formal educational 
programs recognized by academic institutions, as opposed to 
management development which is designed to provide managers 
with insights and tools, or a skills development orientation. 
Marsick (1987) looked at it as the difference between educa­
tion and training. Education, in this case, was viewed as 
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longer term courses designed to develop knowledge, skills and 
abilities, and training referred to short-term activities 
that emphasized practical, immediately applicable skills. 
Marsick also suggested that education as related to the 
workplace should be planned and evaluated on the basis of the 
learning, and the processes of learning, and suggests inves­
tigating reflective learning. Caie (1988) suggested an 
action learning approach providing learning experiences in 
four different styles: Activist, Reflector, Pragmatist and 
Theorist. This learning approach, developed by Honey and 
Mumford (1982), was a further development of Kolb's earlier 
work on learning styles. Kolb's (1976) model explained 
learning in a circular fashion involving Concrete 
Experiences, followed by Refection and Observation, with the 
formulation of Abstract Concepts and Generalizations. 
Finally, the testing of the implications in new situations is 
with Active Experimentation. 
Worthen and Sanders (1987) defined evaluation as the 
determination of the worth of a thing. It included obtaining 
information for use in judging the worth of a program, 
product, procedure, or objective or the potential utility of 
alternative approaches designed to attain specific objec­
tives. Patton (1978) commented that the stated purpose of 
evaluation research is to gather data that can be used to 
make judgments about program effectiveness. Brewster (in Cox 
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and Beck, 1980) pointed out that the failure of most evalua­
tive measurement in management training is that it is too 
often reactionary evaluation and not related to the impact it 
may have upon the organization. Additionally, there are 
factors within the individual such as knowledge, skills and 
personality traits and factors outside the individual within 
the organization that may hinder the positive effects of a 
management education effort. A conference entitled "Advances 
in Management Education", was held in Manchester, United 
Kingdom in 1979, with the purpose being to appraise the 
current trends in management education and to identify areas 
of joint research between researchers and practitioners. As 
Cox and Beck (1980) compiled the findings of this conference, 
they concluded that the role of research in the evaluation of 
management education was important to the education of 
managers in the future. 
D. Purpose and Objectives of The Study 
The purpose of this study was to assess the extent to 
which selected management skills and behaviors were performed 
as perceived by extension professionals in Iowa. A secondary 
purpose was to determine the extent to which these management 
skills were perceived be learned in a structured educational 
program and used in professional practice. 
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The research objectives related to the purpose of the 
study as follows: 
1. Identify the extent to which selected management 
skills were being used as perceived by Extension 
professionals in Iowa. 
2. Identify selected demographic data to describe 
extension professionals in Iowa. 
3. Determine relationships between the perceived use of 
various management skills and selected variables. 
4. Compare differences in the perceived use of selected 
management skills prior to and after an educational 
intervention. 
E. Operational Definitions 
The following list of terms and their definitions helped 
frame the study: 
Control Group; Extension professionals who consented to 
participate in this study by completing and returning the 
questionnaires but did not participate in the Management 
Styles in Extension course in 1988. 
Experimental Group or Treatment Group; Individuals who par­
ticipated in the Management Styles for Extension course in 
1988 and consented to participate in this study by completing 
and returning the questionnaires. 
Extension Professionals; Individuals employed by the 
Cooperative Extension Service in either a county, area, or 
state level position. 
In-service Education; Organized learning experiences . 
provided through workshops or other delivery methods for 
persons employed or planning to be employed the extension 
service. 
Management: "Working with and through other people to ac­
complish the objectives of both the organization and its 
members" (Montana and Charnov, 1987). 
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Management Activities; Include planning, organizing, 
staffing coordinating, motivating, leading and controlling, 
getting results effectively through other people by the 
process of delegation. 
Management Skills: Skills identified by the Management 
Effectiveness Profile System as essential to good management. 
MEPSi Management Effectiveness Profile System. 
Treatment; Management Styles in Extension course taught 
through the Department of Agricultural Education in the 
Spring of 1988. 
F. Assumptions 
This study was based on the following assumptions; 
1. Extension professionals responded objectively to 
the assessment questionnaire. 
2. The instrument used in this study encompassed 
those management skills essential for good profes­
sional management as applied to either the extension 
service or elsewhere. 
3. The perceptions of the respondents would yield 
useful and valid information. 
4. The methods used to collect and to evaluate the 
responses would yield valid data. 
G. Delimitations 
This study made no attempt to be all inclusive. The 
results obtained were delimited to the following: 
1. Only extension professionals employed as of March 1, 
1988, in the Iowa Extension Service were included as 
Extension professionals in the study. 
2. No effort was made to study or contact respondents 
beyond one reminder. 
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H. Limitations 
The study was limited to the following: 
1. Participants were self-selected for the study. The 
extension professionals who participated were not 
randomly selected; therefore, the results are not 
generalizable to extension professionals across the 
nation or necessarily across the state of Iowa, 
although there are implications that can be drawn. 
2. The structured questionnaire may have had a tendency 
to limit the responses of the individuals studied and 
may have suggested certain responses. 
3. The information was limited to that obtained from 
mailed questionnaires. 
4. The perceptions of the extension professionals 
relative to the use of management skills were 
investigated in this study and not the competence of 
the respondents. 
I. Summary 
This study identified the extent to which certain 
management skills were being used as perceived by extension 
professionals in Iowa. Certain demographic data were iden­
tified to describe extension professionals in Iowa, and the 
relationship between certain of these characteristics and the 
management skills was studied. Finally, the study made a 
comparison of the perceived use of the management skills 
before and after an educational intervention to discover if 
it was possible to teach those management skills with the 
expectation of perceived behavior change as a result of the 
learning. The results of this study provided valuable 
information to the Cooperative Extension Service in the state 
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of Iowa. It enabled extension to address a portion of 
Recommendation 19 of ECOP's Futures Task Force report 
Extension in Transition: Bridging the Gap Between Vision and 
Reality (1987) and how that recommendation might be imple­
mented. It provided information to address Inservice 
training needs and Identify characteristics Important for 
extension professionals to possess to be successful in the 
organization. 
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II. REVIEW OF LITERATURE 
The concern for educating and training managers to be more 
effective in their respective roles appears to have been brought 
to the forefront in the 1960s (Hawthorne, 1987). The concern for 
evaluating the effectiveness of these educational efforts began 
to heighten in the late 1970s (Martelli, 1987). A review of the 
literature on evaluating the effectiveness of management 
education led to the conclusion that the real focus of this 
concern came about during the 1980s. Increased political 
pressure and financial scrutiny of training and education of all 
forms led to greater expectations of the evaluation of such 
efforts (Easterby-Smith, 1986). 
The review of literature as it is presented in this 
chapter focuses on the components of an evaluation of management 
education. Various theories of management, adult education as 
applied to the learning process, and educational evaluation are 
discussed. The second part of the review relates these various 
theories to the process of management development for extension 
professionals. Finally, an attempt is made to integrate each of 
these components to the process of evaluating the effectiveness 
of a management educational effort. 
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A. Management Theories 
A conceptual framework for management theory is rela­
tively young in relationship to other disciplines. Although 
Moses' appointment of tens of leaders to assist in the 
guidance of the Israelites (Exodus 18: 14-27) is evidence of 
an early management practice, the first approach to manage­
ment theory is credited to Frederick W. Taylor, "The Father 
of Scientific Management" (Montana and Charnov, 1987). This 
theory of Scientific Management emerged out of efforts to 
improve worker efficiency of industrial employees at the turn 
of the century. Taylor's theory, utilizing time and motion 
studies, evolved as a result of a challenge from fellow 
engineers. . The practice of management as a separate area of 
study did not really come about until about 1940 (Weisbord, 
1987). Taylor advocated the "one right way" approach to work 
efficiency, while Henry Gantt, another contributor to 
classical management theories, examined the scheduling and 
controlling of work as well as worker motivation. His Gantt 
Chart is still used by managers today (Montana and Charnov, 
1987). Mary Parker Follett, one of the few early women 
credited with management theory, introduced the collaborative 
approach to problem solving in dealing with conflict as 
another scientific approach to managing workers (Montana and 
Charnov, 1987). 
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During that same period of time (early 1900s), Fayol 
brought forth an administrative approach to management 
theory and defined the functions of administrative management. 
Fayol's functions of planning, organizing, commanding, 
coordinating and controlling, listed by Haimann and Hilgert 
(1987, p. 34), as planning, organizing, staffing, directing, and 
controlling are considered to be management functions common to 
all managerial positions and are referred to as the "principles 
of universality of managerial functions". 
The introduction of the behavioral approach to management 
is attributed to Mayo, who, after observing that the scientific 
approach was not working, discovered that the human dimensions of 
work needed to be taken into account. His instrumentation of the 
famous Hawthorne Experiments in the late 1920s revealed that work 
production was related to psychological and social variables as 
well as the work itself. Mayo directed the attention of managers 
to consider worker feelings as well as tasks in improving 
productivity (Montana and Charnov, 1987). 
Kurt Lewin, who is often forgotten, appears to be one of 
the management theorists who made a significant contribution to 
the human side of management (Weisbord, 1987). 
"Lewin wed scientific thinking to democratic values and 
gave birth to participative management" (Weisbord, 1987, 
p. 72). 
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Lewln's formula: 
"B=f(p,e), Behavior(B) is a function (f) of person 
(p) and environment (e), lives on today in force 
field analysis used in solving problems not 
measurable in ordinary ways" (Weisbord, 1987, p. 
77). 
The shift in emphasis toward human relations did not 
replace scientific management theories; it only placed more 
value on the individual as a part of the organization. 
'•Fayol's functions of management have stood the test of 
time with the exception that the function of "commanding" was 
reduced to "directing" ... "directing" gave way to "motiva­
ting" ... the shift in philosophy from commanding to actuat­
ing, from an autocratic to a participative style, was guided 
by research in leadership behavior and human effectiveness" 
(Parks, 1975, p. 10). 
Studies directed by Likert at the Institute of Social 
Research, University of Michigan, found that leadership 
patterns of supervisors made significant differences in the 
way work groups produced (Likert, 1961). Likert designated 
managerial patterns of "participative", "consultative", 
"authoritative", and "exploitive authoritative", based on 
differing levels of tirust and confidence in subordinates. A 
"participative" leader, as defined and favored by Likert 
(1961, pp. 3-10), "denotes a high degree of trust and con­
fidence. It is a system of reward based on participation, 
group involvement in goal setting and decision making, 
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extensive upward, downward and lateral communications, and 
the exercise of control at lower levels." 
The Theory X and Theory Y approach to management, for 
which McGregor is credited, urged managers to abandon the 
assumptions that "employees work only for economic reasons, 
want little responsibility, and require close supervision. 
Greater dedication and effectiveness would come from the 
assumption that workers desire meaningful work and greater 
autonomy" (Sargent, 1981, p. 38). Welsbord (1987) attributes 
the beginnings of organizational development to McGregor. 
In their leadership studies in the late 1950's, Hershey 
and Blanchard, as cited and quoted by Sargent (1981) 
integrated the management of work, using technical resources 
and skills, with the human factors which impact an organ­
ization. Their definition of management, "working with and 
through individuals and groups to accomplish organizational 
goals", gave the modern day "technocracy" a human definition 
according to Sargent (1981, p. 38). 
The 1970's introduction of The Managerial Grid by Blake 
and Mouton emphasized the development of interdependent, 
trusting work groups that were committed to achieving 
organizational goals (Blake and Mouton, 1978). The Manage­
ment Grid as shown in Figure 2.1, places managers' styles 
into five categories on the basis of their degree of concern 
for people and production. The 9,9 "team builder", with high 
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concern for both people and production, was designated as the 
preferred manager. 
High 9 
8 
7 
6 
5 
4 
3 
2 
Low 1 
LOW 1 2 3 4 5 6 7 8 9 
Figure 2.1 The Managerial Grid (Blake and Mouton, 1978) 
Peters and Waterman (1982, p. 102) listed the following 
four basic human needs in an organization for building a new 
theory: 
1. people's need for meaning. 
2. people's need for a modicum of control. 
3. people's need for positive reinforcement, to think 
of themselves as winners in some sense. 
—n 1 1 
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4. the degrees to which actions and behaviors shape 
attitudes and beliefs rather than vice versa. 
While Peters and Waterman's theory, McGregor's Theory Y, 
Blake and Mouton's 9,9 management, Hershey and Blanchard's 
leadership model, and Likert's participative groups are not 
identical, they all have important similarities. These 
theories incorporate the studies of Maslow and Herzberg on 
basic human needs. Maslow (1970) identified five human needs 
and determined these needs were met in a hierarchical order. 
As each need level is satisfied, the next level begins to 
determine the behavior of the individual. These psycho­
logical needs of safety and security, belonging and love, ego 
and status, and self-actualization need to be filled in this 
order. The higher-ordered needs can only be realized after 
the basic primitive needs have been met. 
Herzberg's conclusions were very similar to those of 
Maslow even though he conceptualized them differently. To 
Herzberg, basic needs of survival and security were "dis-
satisfiers" or maintenance needs and the higher-level needs 
were the "motivators" (Montana and Charnov, 1987, pp. 196-
200). Figure 2.2 shows the relationship of Maslow's depic­
tion of human needs and those of Herzberg's, which focused on 
the work place. Parks (1975, p. 20) quoted Maslow by stating 
that "we may be partners to dehumanization if we treat human 
beings as objects to be controlled instead of persons to be 
released for growth". 
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Two later approaches to management centered around the 
concept of problem solving. The scientific method of problem 
solving or management science, most often used by military 
experts, utilizes mathematical models in a very methodical 
manner. The contingency approach to management, according to 
Montana and Charnov (1987), does not ascribe to any one best 
method of management. Instead, with an eclectic approach, 
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its appeal is that the needs of a particular situation 
determine the best way to solve a particular organizational 
dysfunction. Drawing from whichever management theory best 
fits the situation, a solution is arrived at by methodically 
following a step-by-step process (Montana and Charnov, 1987, 
p. 24): 
1. Perform a situational analysis considering internal 
and external conditions. 
2. Based on the situational analysis, formulate a 
statement of the problem. 
3. State the standards, observable, measurable, and 
relevant to the goal. 
. 4. Generate alternative solutions. 
5. Evaluate the solution. 
6. Select the best alternative. 
7. Implement a pilot test and revise as necessary. 
8. Implement the solution. 
9. Evaluate the solution. 
10. Revise the process as necessary and timely. 
The Japanese further incorporated this practical problem 
solving-decision making idea, emphasizing group involvement, 
into their Theory Z philosophy of management. Expanding on 
McGregor's Theory Y, and the valued importance of life-long 
employment, the Japanese practice looks at a long-term 
commitment to the utilization and development of human 
resources within the organization. 
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While the review of these various management theories is 
not in any means all-inclusive, the purpose of doing so was 
to point out significant contributions made in the evolution­
ary process of management as we know it today, and to 
identify those theories that were meaningful in conducting 
this study. If a common thread were to be picked up from 
each of these theories, it would reveal the importance of 
consideration of human factors and the development of such 
factors became more evident. Parks (1975) cited Knowles as 
being highly supportive of Maslow's theory, and astute to the 
fact that education was the means available to 
organizations to develop their personnel to perform the work 
of the organization. 
"By developing competencies through education that will 
enable them to work up the ladder of Maslow's need 
hierarchy, individuals will further the human purpose of 
the organization" (Parks, 1975, p. 20). 
If one supports Knowles' assertion, then the development of 
managers would hinge on a process of learning. Learning 
being defined as a way in which individuals or groups 
acquire, interpret, reorganize, change or assimilate informa­
tion, skills, or feelings; in order to construct meaning in 
their shared personal and organizational lives (Marsick, 
1987). 
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B. Adult Education: A Learning Process 
The knowledge base for focusing on management develop­
ment seems to be continuously expanding as more attention is 
directed toward this issue. In general, the focus appears to 
be toward a perspective of training or education. While 
there are a number of definitions of both training and 
education, depending on which author one is referencing, both 
would infer that a process of learning takes place. Marsick 
(1987, pp. 3-4) defined training as "a short-term activity 
that emphasizes practical skills immediately applicable to 
the job", and education as "longer term courses that develop 
generic knowledge, skill, and abilities rather than specific 
job-related competencies". She went on to say that "training 
and education are delivery systems" while learning helps to 
construct meanings. Watson (1979) viewed management develop­
ment as a very deliberate process which involved more than 
attending training sessions and attending classes; a process 
that takes place through educational experience. 
Education is not a term like 'gardening' which picks 
out a particular type of activity. Something, of 
course, must be going on if education is taking place 
and something must have gone through for a person to 
emerge as an educated man. For education is associated 
with learning, not with a mysterious maturation ... 
education is about a learning process (Peters in 
Jarvis, 1983, pp. 3, 5) 
Management education and management development were 
referred to by Cunnington (1986, p. 76) as "an evolving 
process of increasing complexity, and life-long learning" 
28 
which must be accepted by both the organization and the 
individual. This thinking had been introduced previously by 
Reynolds (1980, p. 21) who said: 
This process of transmission is not simply through the 
curriculum of educational programmes, let alone of 
specific courses or session. It is at least as much 
communicated through the processes involved. 
A distinction made by Easterby-Smith (1986, p. 8) 
between training and development was that the former was 
aimed at improving current performance and the latter at 
improving future performance. Quoting Burgoyne, Easterby-
Smith (1986) identified one of the important characteristics 
of a manager was to "have learned how to learn". 
The importance of the learning process in management 
education was emphasized by Margerison (Cox and Beck, 
1984, p. 8). His projected route for management education in 
the next decade (late 1980s - early 1990s) called for it to 
be "process-oriented" rather than "product-oriented" and 
"learner-related" rather than "teacher-dominated". To quote 
Margerison, 
"I envisage there that management education will have to 
develop a pragmatic philosophy which can be important in 
guiding the methodology and technology that we use 
... determined by the client, ... more closely related 
to the problems and opportunities that they face and 
more integrated into their normal working activities". 
The pragmatic approach and the idea of life-long 
learning is not a new concept to the field of education. 
Cross-Durrant (in Jarvis, 1987) cited John Dewey as being one 
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of the first educational philosophers to talk both about 
life-long learning and a practical approach to education. 
According to Cross^Durrant, Dewey suggested, early In the 
1900s, that practical and active occupations were the first 
stage in the learning process, followed by social communica­
tion, or exchange of ideas in a social context guided by a 
facilitator or teacher. The third stage in his growth 
process is to organize, analyze and synthesize. Although 
Dewey's notion of growth as a learning process, as compared 
to life-long learning, has been highly criticized, Cross-
Durrant (in Jarvis, 1987, p. 90) related his practical 
approach to learning to "an integrating approach-as found in 
lifelong learning". 
The concept of experiential learning as applied to adult 
education and education in the workplace was furthered by 
Malcom Knowles. Despite the fact that Dewey touted the 
merits of experiential and self-directed learning for quite 
some time, Knowles' theories of adult learning came at a very 
vulnerable time for those responsible for education in the 
work place. 
"Androgogy offered trainers and adult educators a 
professional identity by carving out a specific 
content domain — a formal, theory-based body of 
knowledge — for them to nurture and cultivate" (Feuer 
and Geber, 1988, p. 32). 
Androgogy was based on four fundamental assumptions, with a 
fifth one added later. Those assumptions were that adults 
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have a deep psychological need to be self-directed; their 
experiential base is a rich resource for learning; their 
readiness to learn is linked to what they need to know to 
fulfill their roles in society; their orientation to learning 
is problem-centered; and they are more motivated to learn by 
internal factors such as self esteem than external factors as 
in pay raises and promotions. 
While androgogy was highly supported by some, there were 
others who strongly opposed it. One of the opponents was 
Cyril Houle, a student of Knowles. Houle asserted that 
adults were "learning oriented", continually inquiring into 
new knowledge and skill domains even if not immediately ap­
plicable to life situations (Feuer and Geber, 1988). Houle's 
studies on continuing professional education have been a 
significant contribution to the body of knowledge in adult 
education and particularly helpful in developing a framework 
for continuing professional education (Langenbach, 1988). He 
divided ways individuals learn in professional settings into 
three specific categories or "modes of learning": 
1. Inquiry being the process of creating some new syn­
thesis, idea, technique, policy, or strategy of action. 
2. Instruction is when the objectives are known in advance 
and an activity is designed for the learners to achieve 
the objectives. 
3. "The mode of performance is the process of internalizing 
an idea or using a practice habitually, so that it 
becomes a fundamental part of the way in which a learner 
thinks about and undertakes his or her work" (Houle, 
1980, pp. 31-32). 
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To Houle, vocational learning occurs as a result of stimuli 
in the form of opportunity (such as increased income) , a 
threat (such as crisis of identification), or most often a 
challenge combining both threat and opportunity (such 
solving an inherent problem) (Houle, 1980, p. 106) . 
Knowles, Carl Rogers, also an advocate of self-directed 
learning, and Houle made significant contributions in helping 
to understand the process of education in the workplace. 
Other contemporary approaches applicable to management 
education should be mentioned, also. Mouton and Blake 
offered the strategy of synergogy as a new concept of 
learner-centered education. Synergogy poses three basic 
principles for promoting educational success. Learning 
designs and learning instruments provide an orderly framework 
for a step-by-step process for acquiring new knowledge skills 
and attitudes. The second aspect of synergogy relies on 
teamwork, in that the learning group is a team with explicit 
goals, objectives, tasks, procedures, and measured operation­
al outcomes of its effectiveness. The third principle of 
synergogy is that of synergy, that under certain conditions 
the whole can be greater than the sum of its parts. The 
success of synergogy is attributed to the responsibility of 
learning placed upon the learner and, therefore, stimulates 
them to use their personal resources in a constructive way to 
help one another (Mouton and Blake, 1984). 
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Caie (1988) is a proponent of active learning styles 
based upon learning styles developed by Honey and Mumford 
(1982) for management education. Their classification of 
learning styles, Activist, Reflector, Pragmatist, and 
Theorist, is based upon Kolb's "learning style" preferences. 
Kolb (1976) defined learning as a circular process involving 
Concrete Experience followed by Reflection and Observation, 
the formulation of Abstract Concepts and Generalizations, and 
finally the testing of their implications in new situations 
through Active Experimentation. The activist wants to be 
involved in new opportunities and experiences. The reflector 
will listen and observe, review the happenings, and depend on 
research and analysis. Theorists like systems, models, 
concepts and the opportunity to challenge. Pragmatic 
learners excel in learning when there is an obvious link 
between subject matter and practical application. Figure 2.3 
helps to clarify Honey and Mumford*s learning style model in 
relationship to Kolb*s Cycle of Learning. 
There is evidence from the literature that there are 
various approaches to management education, and each in some 
sense, has been deemed successful. It would seem then that 
an effective educational effort might incorporate some of 
each philosophy. 
"Competency of a manager ... a shift from instructor 
taught knowledge and techniques to student acquiring 
skills and abilities ... the pragmatic profile is 
noted"... (Sullivan in Carter, 1981. p. 163). 
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"The need that managers or would-be managers have for 
life-long learning can be categorized into skills and 
knowledge" ... (Porter & McKibben, 1988, p. 218). 
"The key to being — or becoming — a self-renewing 
organisation is the presence of large numbers of self 
renewing managers...a self-renewed manager is one who 
continually prepares himself or herself to cope with 
changing environment" (Hitt, 1988, p. 43). 
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Figwe 2.3 Comparison of Honey/Humford's Learning Style 
and Kolb's Cycle of Learning 
The importance of self-directed learning has been 
emphasized, along with a pragmatic approach relating it to 
work situation. Being cognizant of the various learning 
styles would enable the facilitator to plan the educational 
experience, using a variety of methods and techniques, to 
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assure effectiveness for more participants. A teamwork 
approach was also included as important to maximize the 
rewards of a learning effort. In planning a management 
education experience, the planner has a rich background of 
philosophy and ideas from management and education from which 
to draw. Equally important to the planner is a strong 
philosophy of the importance of an evaluation component in an 
educational plan. 
C. Evaluation 
As with models of management theory, and models of adult 
education, there are numerous models of evaluation. Accord­
ing to Brinkerhoff (1987), the push for program evaluation 
came during the Johnson "Great Society" era and the following 
decade. Stufflebeam's Concept Input Process Product (CIPP) 
Model, Provus's 1972 Discrepancy Model, and Stake's Com­
petency Model were among those that emerged at that time. 
The emphasis in these evaluation models was on the process, 
as program procedures and activities were investigated. 
Hawthorne (1987, pp. 33, 35) stated that "evaluation is used 
in multiple ways and for multiple purposes"... and is 
generally used by decision makers to ... "implement or repeat 
the program and if so, what modifications should be made". A 
great deal is spent in terms of dollars, human resources and 
sometimes natural resources to help those who have something 
at stake make decisions about continuing, repeating, or 
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modifying a program or activity. Even then, the decision 
making is often complicated and the results of the evaluation 
are often ignored (Patton, 1978). 
In the simplest form, evaluation is the determination 
of value. Worthen and Sanders (1987) defined evaluation as 
determining the worth of a thing. An eclectic approach was 
developed by Wentling (1980) in that he viewed evaluation as 
a collection of information and judgments to facilitate 
planning, to aid in the improvement of programs and meet 
accountability demands. Kirkpatrick (1975, p. 302) defined 
evaluation as "the determination of the effectiveness of a 
training program". Tyler (1949) described evaluation as the 
process of determining the extent to which goals and objec­
tives of a program are being attained. A more recent 
definition by Rosenberg (1987, p. 58) is that evaluation is: 
"the collection and analysis of data, the goal of which 
is to provide useful information for decision making 
... without data there is no basis for evaluation". 
This definition was congruent with one by Patton (1982, 
p. 15). 
"The practice of evaluation involves a systematic 
collection of information about the activities, charac­
teristics, and outcomes of programs, personnel, and 
products for use by specific.people to reduce uncertain­
ties improve effectiveness, and make decisions with 
regard to what those programs, personnel or products are 
doing and affecting...". 
"the central focus on evaluation is to improve program 
effectiveness". 
Three approaches, benefit-cost analysis, multi-attribute 
utility technology, and program evaluation were explained by 
36 
Hawthorne (1987, pp. 44-45). Benefit-cost analysis is 
concerned with the "bottom line" information on economic 
efficiency. Multi-attribute utility technology (MAUT), 
developed by Edwards, Guttentag, and Snapper in 1975 and 
revised by Hawthorne (1987), is an analytic program 
evaluation technique based on a comparative analysis with 
multiple constituencies and multiple goals. Numerical 
judgments are an inevitable part of the evaluation leading to 
decision making. Program evaluation was defined as a 
"generic term that encompasses all efforts to systematically 
assess thé impact or value of a program, policy, or project", 
(Rossi, Freeman, and Wright, 1979, in Hawthorne, 1987). 
Management education, when viewed from the human 
resource development (HRD) perspective could take one of 
several forms according to Nadler (1982). As "training", its 
purpose is to improve current job performance, as "education" 
its purpose is to help personnel to advance to a different 
job, or as "development" the goal is to strengthen the 
organization through the individuals. Regardless of whether 
it is in the form of training, education, or development, or 
a combination or variant of these, the benefit of doing it is 
to the organization (Brinkerhoff, 1987). Brinkerhoff's model 
of The Logic of HRD shown here in Figure 2.4 shows the 
relationship of a learning experience to the organization. 
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Participants enter a learning experience lacking certain 
skills, knowledge, and attitudes, and after the 
experience they return to the workplace with new skills, 
knowledge, and attitudes that will benefit the organization. 
A six-stage Evaluation Model accompanied Brinkerhoffs 
(1987, pp. 27-31) Logic of HRD design. That model advocates 
a systematic, sequential process which starts with an 
evaluation of the needs and goals of individuals and the 
organization. Stage II evaluates the program design, 
followed by an evaluation of the implementation of the 
program. Stage IV looks at immediate learning outcomes, and 
Stage V at the usage and endurance of learning. The sixth 
stage focuses on the impact that it has on the organization. 
There are four parts to the evaluation process according 
to Kirkpatrick (1975, p. 6). Reaction is defined as how 
well the trainees liked a particular program. Learning, as 
defined by Kirkpatrick, is "the principles, facts, and 
techniques that were understood and absorbed by the par­
ticipants" and behavior is the change of behavior on the job 
that results. The fourth part, results, is stated in terms 
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of outcomes desired in regards to reduction in costs, 
turnover and absenteeism, and grievances. An increase in 
quality and quantity plus improved morale would also be 
outcomes oriented toward evaluation. 
Robinson (1989) specified three categories of outcomes 
to consider in evaluating a training program. Behavioral 
outcomes are specific techniques, skills, and behaviors 
readily observable; non-observable outcomes include cognitive 
skills and affective outcomes, and operational outcomes 
devoted to business results. 
Strategies for evaluation suggested by Robinson are 
activity strategies and impact strategies. An activity 
strategy is concerned only with delivery of programs with no 
known results while an impact strategy is aimed at measuring 
the resulting behavioral change of an educational venture and 
its impact on the organization's operations. Behavioral 
change assessment should be measured three to six months 
after the program and operational outcomes six months to a 
year later to provide the most accurate information. 
Since the purpose of this study was an attempt to 
measure the effectiveness and usefulness of an educational 
experience, the concern was with measuring the perceived 
behavior change that occurred as a result of the experience. 
Kirkpatrick quoted Katz from an article in the July-August, 
1956, Harvard Business Review (p. 10), which stated that if a 
39 
job behavior change is to occur as a result of a educational 
experience, five basic requirements must exist. The person 
must: 
1. Want to improve 
2. Recognize his own weaknesses 
3. Work in a permissive climate 
4. Have help from someone who is interested and 
skilled, and 
5. Must have an opportunity to try out new ideas. 
Kirkpatrick (1975, p. 11) went on to identify guideposts 
to be followed in evaluating behavior change: 
1. A systematic appraisal should be made of on-the-job 
performance on a before-and-after basis. 
2. The appraisal of performance should be made by one 
or more of the following (the more the better): 
a. the person receiving the training 
b. the superior or superiors 
c. the subordinates 
d. peers and other familiars. 
3. A statistical analysis should be made to compare 
before and after performance and relate changes to 
the training program. 
4. The post training appraisal should be made three or 
more months after the training so that the trainees 
have an opportunity to put into practice what they 
have learned. 
5. A control group (not receiving the training) 
should be used to make comparisons. 
There are certain factors that have been pointed out 
here that are important in regards to evaluation and this 
particular study. The evaluation should be based upon 
specified goals and objectives and should be a systematic 
40 
well planned and thought out process. Immediate post evalua­
tions will provide reactionary information. A pre and post 
appraisal should be utilized to provide data so that a 
statistical analysis can be made to measure any significant 
changes. A control group will provide the information needed 
to make comparisons. These systematic procedures should 
provide the kind of information necessary to help to evaluate 
learning and behavior change. 
"evaluation of training can be a fruitful source of 
insight into understanding the individual and the 
organization ... and is the only way that one can know 
how effective a change agent has been" (Belasco and 
Trice, 1969, p. 8). 
D. Management Development in Extension 
In the writings concerning Adult and Continuing Educa­
tion through the Cooperative Extension Service, Prawl, 
Medlin, and Gross (1984), made efforts to examine 
management and the organization with the Cooperative Exten­
sion Service. They differentiated between management and 
administration in regards to the extension service by saying 
that "management" more appropriately, described extension 
service's approach to its educational role than the term 
"administration". Prawl et al. (1984, p. 49) went on to say 
that "the desired end result of getting a job done as quickly 
and efficiently as possible is the same for both management 
and administration, but the means tend to be somewhat 
different. Administration acts on directives and orders 
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while management functions through guidance, advice and 
coordination". In quoting Peter Drucker, Prawl et al. (1984, 
p. 49) said extension service workers do more than "just 
enough to get by, to get the job done they exhibit cohesive 
teamwork, strong dedication and a sound grasp of long-term 
objectives". Prawl et al. (1984) were advocating MBO 
(Management by Objectives) as the appropriate management 
style for the extension service. Earlier, Buford (1979, 
p. 1) had defined management as the "the art and skill of 
using, human, financial and other resources in combination to 
gain predetermined objectives". He also quoted Drucker in 
saying that "managers are inevitable, and the job of manage­
ment cannot be evaded". Buford (1979, p. 1) went on to 
relate management to extension by saying "within extension, 
there is no more important — and no more neglected — area 
of activity". The importance of management skills for 
extension professionals was emphasized again by Whiteside and 
Bachtel (1987), who pointed out that actual management skills 
needed by a county director haven't changed, but the relative 
importance of these skills has increased significantly. A 
Montana survey by Nicholson (1987) of extension staff 
developmental needs indicated a need for management related 
training for field staff. A conclusion was that management 
education is a relevant staff development activity for the 
extension service. 
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Patton (1987) advised that the MBO style of management 
with its focus on definitely measurable outcomes is outdated 
for extension, and said instead that an issues-oriented, team 
approach, focused on the future type management is more 
appropriate. This approach would project a contingency model 
of management dealing with a problem-solving approach to 
current issues and a projection toward anticipating future 
issues. 
A study by Honeywell Corporation (1985, p. 8) showed 
that their managers gained the most (50%) in management 
development from on-the-job experiences, and the least (20%) 
from training efforts. Considering the amount of time that 
is spent on-the-job in comparison to education, these 
findings were understandable. Educators at Honeywell pointed 
out that "while experience is the best teacher, the experi­
ences must be thought through and planned for them to be 
really effective". 
Smith (1985) examined the effectiveness of an in-service 
education workshop on evaluation and concluded that in-
service training makes a difference. For the Ohio extension 
staff who participated in this program, there was data to 
indicate that there was a significant difference in knowledge 
acquisition. A follow-up telephone survey showed that 90% of 
the agents who attended had tried evaluating at least one 
program. 
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The National Policy Guidelines for Staff Development 
(1987, p. 12) states that: 
"experienced staff members need in-service education to 
assist them to become more competent professionally, 
i.e. to further develop technical subject-matter 
competencies to keep abreast of and, if possible, ahead 
of change; to increase competencies; to build analytical 
skills ... critical to decision making . 
An in-service educational program on management education 
would be an appropriate way to teach important management 
skills and philosophies to extension staff. As used in this 
study and defined by Montana and Charnov (1987, p. 1), 
management is "working with and through others to accomplish 
objectives of both the organization and its members". A 
contingency approach, as defined by Montana and Charnov 
(1987, p. 24), is one that is eclectic, meaning that "a 
manager can make use of the techniques of various approaches 
to management and in the applications of these various 
techniques is the best solution to the specific problem". A 
course on management education for extension professionals 
would take an eclectic approach. The Management Styles in 
Extension course, on which this study was based, did incor­
porate an eclectic approach as the objectives for the course 
suggest. A theoretical perspective with practical applica­
tion was the thrust of the course. Management was defined, 
along with tasks of managers and principles of management. 
Various management styles were presented along with important 
skills a manager needs to possess, including decision-making. 
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problem-solving, delegation, motivation, time-management, and 
teamwork. Finally, the course included criteria needed for 
Extension supervision. 
The concern for the transfer of learning was important 
to consider both from a personal participant perspective as 
well as the organization. A great deal of resources was 
invested in such an educational offering while a cost 
benefit analysis was not specified; learning outcomes were of 
concern. Ehrenberg (1983) suggests that there are three 
factors considered in ensuring the better transfer of 
learning. Those factors are confirming clear concepts, 
proper use of simulation, and enhancing social transmission. 
Incorporating these elements in the learning application 
process should reduce the severe loss of learning according 
to Ehrenberg. He suggested that "concept-learning" helps to 
form a clearer picture in the learner's mind of how he/she is 
going to use it. Immediate follow-up of each newly presented 
concept, with a simulation activity, provides for guided 
application to occur. Drawing from Piaget, Ehrenberg goes on 
to say that social transmission, or being able to talk with 
others about their learning activities is important in 
cementing the learning and transferring it to the work 
setting. This information suggests that group learning 
activities are included. Marsack (1983) also emphasized 
experiential as well as cognitive learning in relationship to 
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the transfer of learning. His suggestion was that to offer 
the maximum transfer in learning, both cognitive and 
experiential learning take place simultaneously. This 
combination approach offers: reduction of the boundaries 
between abstract and specific, mutual reinforcement of the 
two modes of learning, linkage between theory and action, 
synergistic learning takes place, and allowance for different 
learning styles. It appears that Marsack has incorporated 
some of the previously mentioned learning theories of Dewey 
and Knowles in experiential learning. Houle's modes of 
learning. Mouton and Blake's synergistic learning and Kolb's 
learning styles. 
Since the Management Styles in Extension course utilized 
.a combination of experiential and conceptual learning oppor­
tunities through the use of lecturettes, simulations, case 
studies, group and team activities, and practical application 
to the work setting, it would be expected that a transfer of 
learning took place and a behavior change would occur. This 
study was an attempt to evaluate if there was perception of a 
transfer of learning. Consideration then needed to be given 
to how to measure it if there was a transfer of learning. 
E. Evaluating The Effectiveness of Management Education 
As has been previously pointed out, there are several 
approaches to evaluating program effectiveness. The numerous 
citations led us to conclude that there are various success-
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fui ways to obtain evaluation data to measure the effective­
ness of an educational effort. As Robinson (1989) pointed 
out, the important thing to determine is what is it that is 
wanted from an evaluation. Expanding on Kirkpatrick's 
notions, Robinson (1989) listed four basic questions to ask 
which will help to determine what procedure to use. What did 
you want to know: 
1. Did the participants like the program? 
(Reactionary) 
2. Did the participants learn the objectives of a 
program? 
(Learning) 
. 3. Are the participants using the skills on the job? 
(Behavioral) 
4. What is the impact on the organization? 
(Results) 
As was pointed out earlier, the important factors iden­
tified by Kirkpatrick (1975) needed to evaluate a change of 
behavior were; a systematic approach, a before and after 
assessment by self or others, a control group for comparison 
purposes and statistical measures needed for analysis. 
Keeping those factors in mind, it is necessary to identify 
the criteria of good management skills so that it is possible 
to make an assessment of whether those skills can be effec­
tively taught to cause a behavior change. Hunt (1988) argued 
that management is not a group of people at the top of the 
hierarchy, but a process of keeping the show on the road, 
motivating the team, preventing disasters, enthusing the 
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players, pacifying the bosses, and checking the details. 
Day-to-day managerial activities, he stated, are related and 
essential to the task, making it difficult to identify 
specific skills. The ten top managerial skills identified by 
Whiteside and Bachtel (1987) as important for a county 
director to possess are communicating, public relations, 
leading, planning, establishing a good office image, budget 
accountability, decision making, evaluating, staff support 
and motivating. 
In the late 1960s, Mackenzie (1969) published a chart 
in which he chose three basic elements with which executive 
managers deal; people, things, and ideas. His five func­
tions: planning, organizing, staffing, directing, and 
controlling, tend to be sequential and repetitive. Three 
other functions: analyzing problems, making decisions, and 
communicating, were referred to as "continuous" functions 
because they occur throughout the management process, and 
are essential to each of the five previously mentioned 
functions. Mackenzie went on to explain that in actual 
practice, each of the functions and activities tend to merge. 
Nearly a decade later, Crockett (1981) identified three 
critical things that effective managers intuitively know they 
must manage. Those three things; tasks, people and them­
selves are so interrelated, according to Crockett, that it is 
hard to distinguish where one ends and another begins. Rees 
4 
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(1984) took Crockett's ideas further and explained that one 
of the most important jobs a manager has to do is to con­
tinuously identify his/her own job. In doing so, the purpose 
of the manager's role and the organization's mission are 
constantly in mind and the tasks identified to work toward 
that mission are constantly evaluated. After clarifying 
overall objectives, key tasks, and role set, then time 
management, including setting priorities, organizing, and 
sequencing work are considered by Rees to be the job of the 
manager. Additional necessary skills mentioned by Rees are 
delegating, communicating, motivating, selecting, apprais­
ing, and counseling and disciplining. 
There were five characteristics listed by Stewart and 
Stewart (1978) as common to all effective managers from a 
contingency theory perspective. Technical and financial 
control (task skills), management of subordinates (people 
skills), and self management (personal skills), were named 
along with communication and clear thinking. Company policy 
and public relations were also listed. Weisbord (1987) added 
to these lists the need for the establishment of trust and 
the importance of teamwork. 
E. Summary 
This chapter included a review of the literature 
pertinent to this study. It encompassed a historical, 
philosophical, and conceptional framework for management, 
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adult education, and evaluation, and related these concepts 
to management in extension. These ideas were incorporated 
into the development and implementation of this study. Many 
tasks mentioned by various authors are common to management. 
This review of literature on management education revealed 
that a conceptual framework for management theory and adult 
education was essential. While the Management Styles in 
Extension course drew on various theories, a conceptual 
framework was evident from a management and educational 
perspective. 
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III. METHODOLOGY 
The methods and procedures used in this study were 
organized and based on the purpose and the objectives of the 
study. The primary purpose of this study was to assess the 
extent to which selected management skills and behaviors were 
perceived to be performed by extension professionals in Iowa 
and the extent to which these management skills could be 
perceived to be learned in a structured educational program 
and used in professional practice. 
The research objectives were related to the purpose of 
the study. The specific objectives for this study were to; 
1. Identify the extent to which selected management 
skills were being used as perceived by extension 
professionals in Iowa. 
2. Identify selected demographic data to describe 
extension professionals in Iowa. 
3. Determine relationships between the perceived use of 
various management skills and selected variables. 
4. Compare differences in the perceived use of selected 
management skills prior to and after an educational 
intervention. 
The first two objectives were descriptive in nature and 
therefore no research hypotheses were stated. The hypothesis 
related to Objective 3 was stated as follows: 
Hi There is no relationship between the perceived use 
of various management skills and selected variables. 
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Hypothesis 2 related to Objective 4 was stated as: 
H2 There Is no significant difference In the perceived 
use of selected management skills prior to and 
after an educational Intervention. 
A. The Research Design 
The design chosen to meet the objectives of this study 
was a nonegulvalent control-group design. Borg and Gall 
(1983) advised that the main difficulty in using this type 
quasi-experimental design is the non-random assignments of 
the experimental group and the control group. The groups may 
differ enough in some characteristics and confound the 
Interpretation of the experiment. When it is not possible to 
randomly assign subjects to the conditions, there are 
alternatives suggested to lessen the initial differences and 
attempt to equalize the treatment and control groups. The 
first suggestion is to preliminarily match the treatment and 
control group as much as possible. If individual randomiza­
tion is not possible, the next suggestion is to randomly 
assign the groups to either the treatment or control groups. 
And thirdly, an analysis of co-variant technique can be used 
to compensate for the initial differences between the 
experimental and control groups. It was not possible to do a 
random assignment of the experimental and control group 
either individually or by group; instead, an effort was made 
to preliminarily match the two groups as nearly as possible. 
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The nonequivalent control group design used in this study was 
as follows: 
Experimental Group Opre T Opost 
Control Group Opre Opost 
Opre = pre test; Management Effectiveness Profile System 
Self Assessment. 
Opost = post test; Management Effectiveness Profile 
System Self Assessment. 
T = treatment; Management Styles in Extension course. 
The experimental and control evaluations were administered 
during the spring and fall of 1988. According to Kirkpatrick 
(1975) and Robinson (1988 , at least three and most effec­
tively, six months should elapse between the pre and post ev­
aluations to obtain the optimum results. Five to six months 
had elapsed between the pre and the post evaluation for both 
the experimental and the control groups. 
B. Experimental Treatment 
The Management Styles in Extension course offered 
through the Department of Agricultural Education comprised 
the treatment for the experimental study. The Management 
Styles in Extension course consisted of 12 consecutive hours 
of class work starting on a Friday afternoon and ending on 
Saturday afternoon. The course was taught at Iowa City, 
Ottumwa, Storm Lake, Waterloo, Atlantic, and Ames on six 
weekends throughout March and April of 1988. Dr. Robert 
Martin, Professor in Agricultural Education, taught the 
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course using the same subject matter and techniques at each 
of the six Iowa sites. 
The Management Styles in Extension course on which this 
study was based, drew from various philosophies of management 
and adult education; many of which have been cited in the 
literature review. Several additional references were 
selected for use in teaching the class. Martin (1988) listed 
the objectives for the course as follows: 
1. Define management, leadership, administration and 
supervision. 
2. Identify and describe the seven tasks of management. 
. 3. Describe the essence of what people really want from 
their jobs. 
4. Identify the basic principles of management. 
5. Explain decision-making and it's importance to 
management. 
6. List and explain the steps in decision-making. 
7. Identify 10 considerations in decision making. 
8. Identify 5 management styles. 
9. Describe the major strengths and weaknesses of each 
management style. 
10. Demonstrate, through role playing, each management 
style. 
11. To solve 5 case studies related to the 5 management 
styles. 
12. Identify and explain 5 factors influencing manager­
ial style. 
13. Explain Likert's System 1-4 Management Styles. 
54 
14. Explain motivation - I.e. Maslow, Herzberg, 
McGregor, and Drucker. 
15. Describe a successful motivational system. 
16. Explain delegation and describe how to use it. 
17. Explain the criteria for Extension Supervision. 
18. Explain a "clinical supervisory" approach for 
Extension. 
19. Outline the steps to effective resource management. 
20. Outline the steps to effective communications in 
managerial situations. 
In the Management Styles in Extension course Martin 
(1988) listed the following tasks of management as identified 
by Buford (1979) as common to the Extension Service: 
1. Planning- selecting of alternative actions, setting 
goals and objectives and communications. 
2. Organizing- grouping activities and scheduling 
resources to achieve objectives. 
3. Staffing- recruiting, selecting training, 
compensating, appraising and developing. 
4. Directing- guiding and supervising, leading, 
communicating and inspiring. 
5. Controlling- measuring accomplishments against 
plans, evaluating. 
6. Innovating- generating new ideas, promoting struc­
tured organized synthesis of ideas. 
7. Representing- relations to and with other organiza­
tions. 
For this course, management was defined as "an enabling 
systematic process involving some combination of people and 
ideas Interacting to establish strategies and make decisions 
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stressing efficiency and productivity" (Martin, Spring 
1987-88). Management was differentiated from administration, 
leadership, and supervision as being an umbrella for the 
other three. Administration included selecting and assigning 
tasks and generating, articulating, and nurturing policy. 
Leadership was defined as a process of stimulating and 
prodding other persons and organizations by risk-taking and 
proposing new approaches emphasizing creative planning, 
initiative, and future-facing boldness. Supervision involved 
guiding human resource performance and self-analysis with 
continuous measuring of plans and goals against output by 
both the observer and partlcipantant. Managerial styles were 
presented as those described by Stewart (1986): bureau­
cratic, laissez-faire, autocratic, heroic, and democratic. 
Stewart was also the source of Information for coaching 
skills. Basic principles of management and effective 
communication were taught from the perspective presented by 
Caplow (1983). Martin (1988) developed and presented a 
clinical approach to supervision for extension professionals. 
Information on delegation was obtained from MacKenzie (1972). 
As the objectives indicate, various methods were used to 
present the Information. Case studies, role plays, and 
modeling were among the techniques used. Martin (1988) 
indicated that principles of adult education were adhered to 
in planning and implementation of the course. A copy of the 
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course description and time schedule for the course are 
included in Appendix C. 
C. Instrumentation 
The Management Effectiveness Profile System (MEPS) 
Self-description by Human Synergistics (see Appendix A) was 
selected to measure management skills and abilities. 
Permission (see Appendix A) was granted by Human Synergistics 
for the use of the MEPS for this study. Kirkpatrick (1975) 
advocated that the appraisal should be made by at least one 
of four groups; the individual, the supervisor, the super­
visee and a peer. The more involved, the better the assess­
ment. The MEPS provides instrumentation for appraisal by the 
supervisor and the subordinates. For the purpose of this 
study, the appraisal was done only by the individual. The 
MEPS is designed to provide participants in management 
development programs with feedback regarding their job skills 
and behaviors (Lafferty in Cooke, 1988). Ninety questions 
developed through interviews by managers, about managers, 
comprise the core of the MEPS system with additional sup-
plementative questions pertaining to overall management 
effectiveness. The interviews resulted in the identification 
of a set of dysfunctional managerial behaviors. These 
dysfunctional behaviors were then paired with opposite or 
corrective behaviors. These two extremes were anchored on a 
seven point scale on which management behavior can be rated 
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by self or others (Cooke, 1988). An example of an item and 
its anchors from the "Setting Goals and Objectives" category 
is as follows: 
Objectives for the work are typically related to 
things . . . 
a. ... "over which people have little control or 
things which can be really changed or 
influenced." 
b. ... "that people can control through their own 
efforts which can be achieved by appropriate 
action" (MEPS, Lafferty, 1983, p. 2). 
Descriptors for the seven point response scale are: 
1. Almost exactly like a. 
2.. Much more like a than b. 
3. Somewhat more like a than b. 
4. a and b are equally descriptive. 
5. . Somewhat more like b than a. 
6. Much more like b than a. 
7. Almost exactly like b. 
From these 90 items, fifteen categories of distinct manager­
ial skills or personal factors identified and are organized 
into three general areas. Those areas are identified below 
and the categories defined as to what was measured. 
Task skills: 
Setting Goals & Objectives; setting realistic but 
challenging, measurable, clear, concrete, specific 
work objectives well ahead of time; deciding tasks 
and measuring progress based on those objectives. 
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Identifying and Solving Problems; examines discrep-
encies, openly evaluates, accept and evaluate ideas, 
reviews and prioritizes, seeks, collects and uses 
relevant information. 
Planning Effectively; develops specific clear plans 
individually and with work groups, estimates time 
and resource uses, assures clear,smooth and effi­
cient work flow. 
Organizing; considers qualifications in regard to 
jobs, guards against duplication, assures tasks are 
clear and specific from day to day. 
Making decisions; evaluates ideas, acts promptly, 
considers others, decides systematically within time 
limits, carefully considers consequences. 
People skills: 
Delegating; teaches others, explains implications, 
gives needed authority and provides resources, gives 
general procedures but allows for individual 
freedom. 
Building Teams; cooperative and works for common 
purposes, openly discusses responsibilities to 
relate work to others, involves group to consider 
collective problem solving. 
Evaluating performance; provides feedback for 
learning and growing, challenges, shows apprecia­
tion, evaluates on the basis of accomplishment. 
Developing subordinates; encourages people,gives 
new and challenging assignments, provides under­
standing, helps people to grow. 
Managing conflict; uses facts not personalities, 
considers other opinions, considers all points and 
views, sees disagreements as healthy. 
Personal factors: 
Time effectiveness; protects time, works on vital 
objectives and problems, controls discussions, focus 
on present,initiates decision making. 
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Stress reactions; seeks suggestions openly and 
calmly in crisis situation, makes clear rational 
decisions, analyzes major problems, maintains good 
humor, stays calm and objective to resolve issues. 
Commitment level: accepts work load without com­
plaint, expresses confidence and trust in the 
organization and management, applies full capabilit­
ies and goes the extra mile, helps and supports 
others, responds positively with a caring attitude. 
Trust level; keeps word and commitments, maintains 
confidences, sticks to and backs decisions, helps 
people in need without using it against them. 
Other Factors considered: 
Results oriented; assures quality of work,completes 
tasks orderly,timely and systematically, cares for 
equipment and facilities, assures work is done at 
individual and group potential. 
Summary Perceptions; how well is current assignment 
handled, how promotable is employee, interested in 
improving managerial performance, able to handle 
feedback. 
The MEPS when used as designed had been tested for 
validity and reliability. Cooke (1988) checked the instru­
ment for reliability and validity. The internal consistency 
reliability of the scales tested fairly high, ranging from 
.77 to .88 as measured by Cronbach's alpha. Consensual 
validity between self and others is moderately low ranging 
from .0729 (not significant) to .3031 (p<.001). Conver­
gent/discriminant validity analysis showed that 89 of the 90 
items correlate more strongly with their own scales than with 
any of the other scales. The test for concurrent criterion 
related validity indicated that while the variance explained 
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in effectiveness was not great (R-squared=.05) the results 
show that the areas measured are related to overall manager­
ial effectiveness. 
The instrument was used in this study as a self-assess-
ment in a pre and post evaluation. The self-description was 
given to those who elected to participate in both the 
experimental and control group prior to the educational 
treatment. The experimental group then participated in the 
Management Style for Extension course. Approximately six 
months later, the MEPS Self Description instrument was again 
administered to both groups. 
D. Data Sources and Collection 
The Management Styles in Extension class was offered at 
six different area extension locations in Iowa in the spring 
of 1988. The course was conducted identically in all six 
areas with the same instructor leading it. A total of 111 
persons elected to participate in the course offering. These 
individuals were asked to participate in the study by 
completing the MEPS before and after the class. Persons who 
elected to do so then comprised the experimental group and 
included Iowa Cooperative Extension Service professionals at 
the county, area* and state level and graduate students par­
ticipating in the class. An attempt was then made to match 
the control group to the experimental group as nearly as 
possible in regards to positions within the extension 
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service. The control group was selected from an employment 
list from the remainder of Cooperative Extension profes­
sionals not enrolled in the class. A total of 107 extension 
professionals were selected for the control group. In 
compliance with the guidelines provided and approved by the 
Iowa State University Human Subjects Committee, the in­
dividuals participating in either group, could elect not to 
participate in the study if desired. Approval for conducting 
the study was sought from the Human Subjects Committee, from 
the extension service administration and from the Department 
of Agricultural Education at Iowa State University. A coding 
procedure was developed that would assure anonymity but allow 
for follow-up with nonrespondents. The participants in the 
experimental group were assigned numbers from 1 through 111 
for the pre test and IP through lllP for the post test. The 
individuals selected for the coïitrol group were assigned 
numbers from 200 through 307 for the pre test and 200P 
through 307P for the post test. Selected demographic data 
were also gathered including age, gender, number of years 
with the extension service, different number of positions 
held, and present position. There were also questions on how 
individuals learned managerial skills, level of education, 
other management education experiences, a self-rating on 
managerial skills and why they were or were not taking the 
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class. The assigned numbers were only used for follow-up 
purposes; no connection was make between the responses and 
the respondent. 
Of the initial 111 individuals enrolled in the class, 
105 (94.6%) elected to participate in the experiment and 
returned the questionnaire in the initial mailing. Because 
of the very high return on the first mailing, the researcher 
chose not to do a follow-up with those who did not return the 
first questionnaire. Of the 107 questionnaires initially 
sent to the control group, five individuals chose to return 
the questionnaires without completing them. Two persons 
elected to participate in the class at the last minute and 
two had taken thé course the previous year, leaving a 
possibility of 98 persons available for the control group. 
There was an 84.6% return with 83 returns on the pre test. 
Because of the high return and the statement in the cover 
letter stating participation was voluntary, no follow-up was 
conducted on the initial pre test. 
The post appraisals were mailed to both the experimental 
and the control groups approximately six months after the 
first data gathering. This time a follow-up letter was sent 
to the non-respondents after about three weeks in an attempt 
to collect as many responses as possible. The experimental 
group yielded a total of 82 (78.10%) usable assessments, 
while the control group yielded a total of 63 (64.29%) usable 
responses. 
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E. Data Analysis 
The first data analysis, following keypunching of the 
raw data, used the SPSSx Frequencies sub-program. Data were 
examined for responses which had been miscoded outside the 
response range, missing data and mean scores for each item. 
Data for the first set of objectives were descriptive. 
The data base for the rest of the study was developed from 
this set. These objectives were concerned with selected 
variables, rather than the individual items on the instru­
ment. These variables, identified on the original survey, 
were formed by combining selected individual items. The 
names of the variables are shown in Table 1. The descriptive 
research objectives required an examination of mean scores, 
ranges and standard deviations for each research variable and 
each group of variables for both the total population and the 
sub-groups of the population. 
Although the subjects for this study comprised a sub­
group of Iowa Cooperative Extension Service professionals, it 
was assumed to be representative of the total group of 
extension professionals in Iowa. Because of this assumption, 
inferential statistics were chosen for the data analysis. 
The third objective assessed the relationships among the 
variables. Multiple regression analysis was used to examine 
the predictive power of the variables labeled demographic 
factors and the relationship of these variables to perceived 
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Table 1 Research Variables 
Name of Variable Items from questionnaire 
Task Skills: 
Goal Setting 1, 2, 33, 34, 65, 66 
Identifying and Solving 
Problems 3, 4, 35, 36, 67, 68 
Planning Effectively 5, 6, 37, 38, 69, 70 
Organizing 7, 8, 39, 40, 71, 72 
Making Decisions 9r 10, 41, 42, 73, 74 
People Skills: 
Delegating 11, 12, 43, 44, 75, 76 
Building Teams 13, 14, 45, 46, 77, 78 
Evaluating Performance 15, 16, 47, 48, 79, 80 
Developing Subordinates 17, 18, 49, 50, 81, 82 
Managing Conflict 19, 20, 51, 52, 83, 84 
Personal Skill: 
Time Effectiveness 21, 22, 53, 54, 85, 86 
Stress Reactions 23, 24, 55, 56, 87, 88 
Commitment Level 25, 26, 57, 58, 89, 90 
Trust Level 27, 28, 59, 60, 91, 92 
Other Factors: 
Results Oriented 29, 30, 61, 62, 93, 94 
Summary Perceptions 31, 32, 63, 64, 95 
management skills. Borg and Gall (1983, p. 596) defined 
multiple regression as "a multivariate technique for deter­
mining the correlation between a criterion variable and some 
combination of two or more predictor variables". The 
multiple correlation coefficient, R, has a predictor range 
from 0 to 1.00, with the larger values indicating a stronger 
association between variables. A statistically significant 
F-ratio for the regression analysis indicates that the 
relationship is stronger than the researcher would attribute 
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to chance. The multiple correlation coefficient squared, R2, 
reflects how much of the variance in the criterion variable 
is accounted for by the predictor variables. The multiple 
regression technique provided opportunity to examine the 
extent to which demographic factors (age, gender, years of 
service, position held, etc.) predicted perceived management 
skills and any relationship that existed among the variables. 
The final objectives tested the difference from the 
experimental group to the control group in perceived manage­
ment skills that resulted because of participation in a 
management education course. An analysis of covariance was 
chosen to test the differences that were noted in the 
objectives. 
Hinkle et al. (1988) advised that when it is not 
possible to randomly assign subjects or treatment groups in 
an experimental design, it is wise to select a method that 
will adjust for pre-existing differences among the intact 
groups, and increase the precision by reducing error 
variance. The dependent variables were the perceived 
management skills that were identified. The covariates were 
the pre-test scores. 
E. Summary 
The research design, the treatment, and the instrumenta­
tion selected to carry out the study and the methodology were 
reviewed in this chapter. There was also a review of the 
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data sources and the data collection methods. The research 
objectives were stated along with the corresponding ap­
propriate research hypotheses. Finally, the data analysis 
techniques were discussed. 
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IV. PRESENTATION AND DISCUSSION OF DATA 
A. Introduction 
The purpose of this research study was to assess the 
extent to which selected management skills and behaviors were 
perceived to be performed by extension professionals in Iowa 
and the extent to which these management skills were 
perceived to be learned in a structured educational program 
and used in professional practice. Reactionary evaluation 
data gathered at the conclusion of each course offerings 
indicated that the participants felt very positive about 
their learnings. A summary of those comments is included'in 
Appendix B. These evaluative comments were indicative of the 
findings of the research study. This chapter presents the 
results of the data collected in a pre test, post test 
assessment of selected management skills identified using the 
Management Effectiveness Profile System (MEPS). Both the 
experimental and control groups were evaluated on the same 
basis with the experimental group participating in a twelve 
hour course in management education between assessments. The 
raw data and a copy the MEPS, used by permission from Human 
Synergistics, are included in the Appendixes D and E. 
Research objectives were specifically stated and research 
hypotheses were stated in the null form. The .05 probability 
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Only analyses that resulted in significant differences or 
relationships are shown in the tables included within the 
context of this chapter although other analyses will be 
discussed. 
B. Identifying Management Skills 
The first objective identified for this study was to 
evaluate the extent to which selected management skills were 
being used as perceived by extension professionals in Iowa. 
The MEPS (Management Effective Profile System) was used 
to identify the 15 categories of distinct management skills 
deemed to be "critical to effective managerial behavior. The 
instrument was selected with acceptable reliability and 
validity factors in mind. Since it was used in a manner 
differently than originally designed, a test for reliability 
and validity was conducted. Cronbach's Alpha was applied, 
item by item, to the management scales and compared to the 
original data available on the instrument. Internal 
consistency reliability coefficients on the original 
instrument ranged from .77 to .88. Reliability coefficients 
were calculated for each management skill, as used in this 
study, and are shown in Table 2. The internal consistency 
reliability of the scales were judged as acceptable by the 
researcher on both the pre and the post evaluation. The 
alpha range for the pre test for individual skills was from 
.50 to .84 and on the post test from .57 to .81. When the 
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skills were clustered into task skills, people skills and 
personal skills, the reliability coefficients were high, 
ranging from .66 to .91 on the pre test and .66 to .88 on 
the post test. 
Table 2. Internal Consistency Reliability 
SCALE Pre Alpha* Post Alpha* 
SETTING GOALS & OBJECTIVES: 0.71 0.72 
Identifying Problems 0.75 0.61 
Planning Effectively 0.65 0.68 
Organizing 0.78 0.77 
Making Decisions 0.73 0.68 
PEOPLE SKILLS: 0.91 0.89 
Delegating 0.72 0.75 
Building Teams 0.71 0.69 
Evaluating Performance 0.71 0.66 
Developing Subordinates 0.74 0.75 
Managing Conflict 0.71 0.78 
PERSONAL FACTORS: 0.86 0.85 
Time Effectiveness 0.80 0.75 
Stress Reactions 0.84 0.81 
Commitment Level 0. 66 0.64 
Trust Level 0.84 0.69 
OTHER: 0.66 0.67 
Results Orientations 0.77 0.76 
Summary Perceptions 0.50 0.57 
*A Cronbach's Alpha Internal Consistency Reliability 
Coefficient 
Table 3 lists the mean scores on each management skill 
for the total population and also gives the standard 
deviations illustrating response variability. 
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As is shown in Table 3, all 15 of the identified 
management skills were perceived to be important to extension 
professionals as the means for all items were above the 
midpoint on the seven point response scale. A score of one 
is most descriptive of a dysfunctional management behavior 
while seven fits that of corrected management behavior. 
While the mean for effective planning was the lowest (4.99), 
it was still above the midpoint. The highest mean score 
Table 3. Means and standard deviations of total respondents 
regarding management skills 
MANAGEMENT SKILL Mean Standard 
N=145 Deviation 
TASK SKILLS: 5.31 .66 
Goal Setting 5.28 .70 
Identifying Problems 5.40 .71 
Effective Planning 4.99 .74 
Organizing 5.41 .73 
Decision Making 5.45 .64 
PEOPLE SKILLS: 5.47 .60 
Delegate 5.50 .68 
Team Building 5.56 .67 
Evaluating Performance 5.47 .71 
Developing Subordinates 5.48 .70 
Managing Conflict 5.35 .67 
PERSONAL SKILLS: 5.56 .62 
Time Effectiveness 5.12 .82 
Stress Reaction 5.27 .84 
Commitment Level 5.69 .62 
Trust Level 6.14 .60 
OTHER FACTORS: 
Results Orientation 5.65 .70 
Summary Perceptions 5.56 .58 
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(6.14) was found on the variable "trust level". The mean 
scores for the remaining management skills fall between these 
two levels. The lowest variability for the perceived 
management skills was found on "delegate" and "trust level" 
with a standard deviation of .60. The greatest variability 
was found in time effectiveness (.82) and stress reaction 
(.84). 
Table 4 shows a comparison of mean scores and the 
standard deviation between the experimental and control 
Groups. 
Table 5 indicates similarities and differences in mean 
scores on the management skills scales across the eight 
professional positions identified for the study. Except for 
team building, the Area Directors had consistently higher 
mean scores than other groups for each of the variables. 
This group also had the least spread in mean scores. The 
difference between the mean scores of the lowest item, time 
effectiveness (5.46) and the highest item, commitment level 
(6.42) was .96. A one-way analysis of variance on each of 
the eight different positions by the 15 management variables 
revealed that there was no significant difference in how 
management skills and behaviors were perceived by various 
groups of professionals. All fifteen of the identified 
critical management skills were significant to each of the 
eight different positions identified in this study. 
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Tablé 4 Mean comparisons of experimental group and 
control group 
Experimental Control 
n = 76 n = 62 
Item X S.D. X S.D. 
TASK SKILLS: 5.49 .51 5.28 .55 
Goal Setting 5.33 .56 5.19 .80 
Identifying Problems 5.39 .67 5.39 .74 
Planning Effectively 4.96 .73 5.02 .76 
Organizing 5.41 .71 5.41 .76 
Decision Making 5.44 .57 5.44 .71 
PEOPLE SKILLS: 5.60 .56 5.47 .47 
Delegating 5.52 .72 5.50 .64 
Team Building 5.55 .69 5.53 .63 
Evaluating Performance 5.41 .73 5.54 .66 
Develop Subordinates 5.46 .68 5.48 .70 
Managing Conflicts 5.34 .67 5.35 .66 
PERSONAL SKILLS: 5.70 .54 5.63 .52 
Time Effectiveness 5.10 .83 5.09 .82 
Stress Reaction 5.24 .84 5.30 .84 
Commitment Level 5.66 .57 5.69 .f6 
Trust Level 6.20 .49 6.10 74 
OTHER FACTORS: 5.73 .53 5.62 .55 
Results Orientation 5.83 .60 5.65 .68 
Summary Perceptions 6.30 .59 5.59 .61 
C. Descriptive Data 
• The second objective of the study was to describe 
extension professionals in Iowa with certain demographic 
data. These data are summarized in Table 6. 
A total of 145 individuals comprised the population for 
the study. Of this total, 82 (56.55%) made up the 
experimental group and 63 (43.45%) were in the control 
group. Taking into account the seven missing cases, females 
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numbered 67 (48.55%) while males numbered 71 (51.45%). 
Figure 4.1 depicts the age range for the population which was 
from 25 years to 64 years, with the majority or 55 (37.93%) 
falling in the 31 to 40 year old range. The smallest portion 
of the group, comprising 3.44% of the total was in the 61 to 
70 year old range with five cases in that group. The second 
largest category, with 41 cases (28.28%), was the 41 to 50 
year old group. The 51 to 60 year old group comprised 20 
percent of the total population with 29 individuals in this 
category. Fifteen cases (10.35%) were in the 21 to 30 year 
old range. 
c  ^
age 21-30 (10%) 
• age 61-70 (3%) 
age 41-50 (28%) 
Figure 4.1 Respondent by age group 
Table 5 Means and standard deviations of management variables by positions (a) 
MANAGEMENT YOUTH HOME CO AG SUBJECT DQAL AREA OTHER 
VARIABLE SPEC ECON EXT SPEC MATTER POS DIR 
SPEC DIR SPEC 
Goal Setting 4.99* 5.44 5.35 0-05 5.32 5.18 6.00 5.53 
0.67** 0.73 0.66 0.72 0.46 0.65 0.93 1.09 
Identifying 5.30 5.21 5.53 5.50 5.34 5.46 6.04 5.42 
Problems 0.73 0.67 0.76 0.72 0.49 0.72 0.86 1.04 
Effective 4.77 4.97 5.32 5.00 4.79 5.00 5.55 4.86 
Planning 0.68 0.87 0.52 0.49 0.83 0.91 0.81 0.70 
Organizing 5.10 5.39 5.56 5.53 5.27 5.58 6.00 5.28 
0.76 0.82 0.68 0.66 0.62 0.65 0.76 0.96 
Decision 5.40 5.32 5.52 5.80 5.30 5.46 5.88 5.61 
Making 0.56 0.77 0.66 0.52 0.63 0.52 0.95 0.79 
Delegating 5.36 5.41 5.64 5.47 5.67 5.49 5.75 5.39 
0.55 0.87 0.66 0.64 0.59 0.64 1.08 0.75 
Team 5.49 5.50 5-72 5.61 5.42 5.44 5.50 5.72 
Building 0.48 0.87 0.63 0.90 0.58 0.63 0.79 0.81 
Evaluating 5.35 5.46 5.50 5.47 5.54 5.42 6.08 5.47 
Performance 0.60 0.83 0.62 0.93 0.58 0.74 0.79 1.12 
Developing 5.38 5-37 5.63 5.60 5.53 5.38 6.00 5.53 
Subordinates 0.64 0.67 0.63 0.85 0.70 0.75 0.89 1.06 
Managing 5.24 5.24 5.51 5.53 5.38 5.33 5.54 5.31 
Conflict 0.57 0.71 0-59 0.83 0.66 0.72 0.72 0.87 
Time 
Effectiveness 
4.86 
0.68 
5.06 
1.05 
5.28 
0.60 
5.20 
0.89 
5.06 
0.84 
5.16 
0.83 
5.46 
0.70 
5.47 
0.86 
Stress 
Reaction 
5.10 
0.87 
5.11 
0.95 
5.45 
0.77 
5.57 
0.85 
5.39 
0.69 
5.21 
0.80 
5-88 
0.85 
5-44 
1.05 
Commitment 
Level 
5.54 
0.66 
5.72 
0.58 
5.75 
0.61 
5.37 
0.66 
5.65 
0.66 
5.67 
0.52 
6-42 
0.62 
5.80 
0.76 
Trust 
Level 
6.06 
0.41 
6.16 
0.53 
6.15 
1.01 
6.10 
0.48 
6.18 
0.53 
6-18 
0.55 
6-38 
0.55 
5-94 
0.46 
Results 
Orientation 
5.46 
0.68 
5.67 
0.76 
5.73 
0.71 
5.50 
0.89 
5-50 
0.48 
5-89 
0.59 
6.13 
0.42 
5-25 
1.13 
Summary 
Perceptions 
5.43 
0.47 
5.61 
0.67 
5.66 
0.69 
5.44 
0.71 
5.48 
0.50 
5.57 
0.50 
5.85 
0.41 
5.50 
0.71 
TASK SKILLS: 5.11 
0.57 
5-27 
0.68 
5.46 
0.55 
5.37 
0.51 
5.20 
0.53 
5.34 
0.56 
5-88 
0.84 
5.34 
0.80 
PEOPLE SKILLS: 5.37 
0.45 
5.40 
0.71 
5.60 
0.54 
5.54 
0.79 
5.51 
0.54 
5.53 
0.59 
5.78 
0.82 
5.48 
0.85 
PERSONAL SKILLS: 5.39 
0.57 
5.51 
0.68 
5.66 
0.65 
5.56 
0.68 
5.57 
0.55 
5.55 
0.60 
6.03 
0.60 
5.66 
0.72 
n = 27 29 24 19 30 
* Denotes Means Scores all lines 
** Denotes Standard Deviation all lines 
a Scale: 1 = dysfunctional management behavior 
7 = perceived corrected management behavior 
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Table 6. Description of total respondents 
VARIABLE DESCRIPTION NUMBER PERCENT 
GROUP Experimental 82 56 .55 
Control 63 43 .45 
GENDER Female 67 48 .55 
Male 71 51 .45 
AGE 21 - 30 15 10 .35 
31 - 40 55 37 .93 
41 - 50 41 28 .28 
51 - 60 29 20 .00 
61 - 70 5 3 .44 
PRESENT Youth Specialist 27 18 .75 
POSITION Home Econ Specialist 29 20 .14 
County Ext Director 24 16 .67 
Ag Specialist 5 3 .47 
Dual Position 30 20 .83 
Sub Matter Specialist 19 13 .19 
Area Directors 4 2 .80 
Others 6 4, .10 
DIFFERENT None 8 5, .52 
POSITION One 52 35, .86 
Two 46 31, .72 
Three or More 39 26. ,90 
EDUCATIONAL Bachelors 58 40. ,27 
LEVEL Masters 79 54. 48 
PhD 7 4. 86 
LENGTH OF < One Year 11 7. 58 
SERVICE 1 - 2  Y e a r s  13 8. 97 
3 - 5  Y e a r s  17 11. 72 
6 - 1 0  Y e a r s  27 18. 62 
11 or > Years 71 48. 97 
Not Applicable 6 4. 14 
SELF-RATING Excellent 13 9. 16 
MGMT SKILLS Good 100 70. 42 
Fair 29 20. 42 
LEARNED MGMT On the Job 74 53. 23 
Working/Others 40 28. 78 
Reading 2 1. 44 
Seminars 19 13. 67 
Other 4 2. 88 
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Eight categories were identified to describe the 
professional position held by the respondents. Thirty 
(20.83%) respondents comprised the largest group and 
described themselves as holding dual positions. Figure 4.2 
is representative of the breakdown of total respondents by 
present position. The second largest group, Home Economics 
Specialist, numbered 29 (20.1%). The smallest group of 4 
persons (2.8%) was Area Directors. Twenty-four respondents 
(16.7%) said they were County Extension Directors, and 27 
respondents (18.8%) chose the category of Youth Specialist. 
Nineteen respondents (13.2%) were Subject Matter Specialists 
while 5 (3.5%) picked the category of Agricultural 
Specialist. The final group was made up of individuals who 
elected to participate in the course but didn't identify 
themselves as extension professionals. As was previously 
stated, an effort was made to match the control group with 
the experimental group as nearly as possible by professional 
position. 
Figure 4.3 defines the individual respondents and compares 
the experimental and control groups by present position. In 
the control group, there were 5 more Youth Specialists and 
one more Home Economics Specialist. The experimental group 
had 6 more County Extension Directors, three more 
Agricultural Specialist, four more who held dual positions 
and 7 more Subject Matter Specialists thn the control groups. 
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Dud Position (21 
/^ ricuttural Specialist (3%) 
County Ext Drector (17%) 
Home Econ Specialist (20%] 
Subject Matter Spec (13%) 
firea Drector (3%) 
Others (4%) 
Youth Specialist (19%) 
Figure 4.2 Total respondent by present position 
The Areas Directors had exactly the same number in both 
groups. The attempt was made to match the control group to 
the experimental group by the researcher, but the respondents 
self assigned themselves to the categories, so the numbers 
were close but did not match exactly. 
r 
Youth Specialist 
Home Eicon Specialist 
County' EM Drector 
Agricultural Spectalist 
Dual Position 
Experiment 
Control 
Subject Matter Spec 
Prea Drector 
Others 
8 12 16 
2 6 10 14 18 
Figure 4.3 Individual responses by present position 
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Table 7 compares the two groups by each of the demographic 
criterion variables. 
More that half of the population had held two or more 
positions within extension. Three or more different 
positions were held by 39 respondents (26.9%), while 46 
respondents (31.7%) said they had held two or more different 
positions. The largest representation of 52 (35.9%) 
respondents had only held one position. Figure 4.4 compares 
the control group with the experimental group in regard to 
the number of different positions held. The experimental 
group contained the largest group holding three or more 
positions within extension. 
None 
One 
Two 
Three or more 
0 5 10 15 20 25 30 
Figure 4.4 Individual responses by different positions held 
Eyperrnent 
Control 
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Table 7 Individual grocp responses 
VAGIABIE DESCRimm EXPERIMENTAL OONTROL 
NUMBER PERCENT NUMBER PERCENT 
GENDER Female 35 46.05 32 51.61 
Male 41 53.95 30 48.39 
AGE 21 - 30 7 8.54 8 12.70 
31 - 40 35 42.68 20 31.75 
41 - SO 24 29.27 17 26.98 
51 - 60 15 18.29 14 22.22 
61 - 70 1 1.22 4 6.35 
PRESENT Youth Specialist 11' 13.42 16 25.81 
POSITION Hbme Boon Special 14 17.07 15 24.19 
Co Ext Director 15 18.29 9 14.52 
Ag Specialist 4 4.88 1 1.61 
Dual Pcxsition 17 20.71 13 20.97 
Sub Matter Special 13 15.85 6 9.68 
Area Directors 2 2.44 2 3.22 
Others 6 7.32 0 0 
DIFEEREMT None 7 8.53 1 1.59 
posinm One 27 32.93 25 39.68 
Two 22 26.83 24 38.10 
Three or More 26 31.71 13 20.63 
EDUCmCNAL Bachelors 37 45.12 21 33.87 
LEVEL Misters 42 51.22 37 59.68 
H)d 3 3.66 4 6.45 
lENGIH OF < One Year 6 7.32 5 7.94 
SERVICE 1 - 2  Y e a r s  3 3.65 10 15.87 
3 - 5  Y e a r s  6 7.35 11 17.46 
6 - 1 0  Yea r s  13 15.85 14 22.22 
11 or > Years 48 58.54 23 36.51 
Not i^licable 6 7.32 0 0 
SELF-RATING E«%llent 7 8.75 6 9.68 
MANAGEMENT Good 49 61.51 51 82.26 
smis Fair 24 30.00 5 8.06 
LEARNED On The Jdn 41 50.00 33 54.10 
MANAGEMENT Working/Others 20 24.40 20 32.80 
SKILLS Reading 1 1.20 1 1.60 
Seminars 14 17.10 5 8.20 
Other 2 2.40 2 3.30 
Missina cases= 4 2 
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More than half of the population (59.3%) held Master's 
Degrees or higher as compared to 58 (40.3%) who held 
Bachelor's degrees. As is shown in Figure 4.5, the two 
groups were fairly evenly matched in educational level at the 
Master's and higher level. There were 16 more individuals in 
the experimental group than a the control group. The fact 
that the course was offered for graduate credit may have 
contributed to this difference as those with Bachelor's 
degrees would have been more apt to take the course for 
credit toward ain advanced degree. 
Exper'ment 
Conttd 
Masters 
0 10 20 30 40 50 
Number of respondents 
Figure 4.5 Individual Responses by Educational Level 
six categories were identified to define the length of 
service. The length of service for almost half of the 
respondents (48.97%) was more than 10 years. The next 
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largest group comprised approximately 19% of the population 
and had six to 10 years of service to the extension service. 
Almost 80% of the total population had six or more years of 
service. It was interesting to compare the two groups on 
length of service as shown in Figure 4.6. Since a large 
number of the Cooperative Extension professionals in Iowa 
were involved in the study, the fact that twice as many (48 
as compared to 23) respondents in the 11 or more years of 
service category were in the experimental group may be an 
indication of the need for this kind of in-service training 
for staff. 
Less than one year 
1 - 2 years 
3 - 5  y e a r s  
6 - 1 0  y e a n s  
11 or more years 
Not ^cable 
Experment 
Contrd 
Figure 4.6 Individual responses by length of service 
No one in the total group described her/himself as 
possessing poor management skills. As shown with Figure 4.7, 
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(70.4%) respondents rated themselves as having good 
management skills and only 13 or 9.2% felt they were 
excellent managers. In comparing the two groups on this < 
criterion, it was notable that 30% of the experimental group 
as opposed to 8.1% of the control group rated themselves as 
having fair management skills. The fact that they were 
taking the class may have been an indication of their 
self-perception of a need to better their skills. 
Figure 4.7 Total responses by self-rating management skills 
On-the-job was identified as the way that most 
respondents learned management skills (53.2%) while working 
with others was the second best way skills were learned 
(28.8%). The reason most often chosen for taking the course 
by the experimental group was for better job performance for 
45 (56.3%) of the 82 respondents. The second highest rated 
Good (70%) 
Fair (20%) 
Eifcefent (9%) 
84 
reason was for credit (36.2%). The number one reason for not 
taking the class was that there were too many other 
priorities as 34 (59.7%) of the 57 individuals who responded 
to that question indicated. The researcher chose not to 
include the data regarding attendance of other management 
courses as there was such a variety of responses it was hard 
to decipher and judge whether those mentioned were management 
education or not. 
D. Relationship Between Variables 
The third objective was to determine the relationship 
between the perceived use of various management skills and 
selected variables. Hypothesis No.l related to this 
objective and was stated as follows: 
There is no significant relationship between the 
perceived use of management skills and selected variables. 
Six criterion variables were selected by the researcher as 
having a relationship to those identified critical management 
skills. The relationship was assessed for each specific 
management skill with multiple regression using a stepwise 
order. The six independent variables were self-rating on 
management skill, gender, age, years of service, education 
level and present position. 
Hypothesis l was rejected as was evidenced by the data 
presented in Table 8. There was a significant relationship 
shown between at least one, and in some cases two, of 
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criterion variables and each management skill. Self-rating 
entered the prediction equation each time and, in all but 
"trust level" and "commitment level", was the first variable 
to enter. While self-rating accounted for the variability 
from approximately 9% to 20% when it entered in step 1 and 9% 
to 20% on step two on each of the management variables, it 
was enough to be significant at the .05 level. F ratios were 
reported for each of the predictor management variables and 
for each step that one of the criterion variables entered the 
equation. No more than two variables ever entered the 
equation. Except for the variable "Identifying Problems", 
when only self-rating entered, at least two of the criterion 
variables entered. Whether self-rating entered on the first 
or second step, in each equation, the regression coefficient 
(b) was a negative factor. It is an indication that 
self-rating is significant to perceived management skill, but 
as one's self-rating increases, one's management skill 
decreases. 
Age was found to significantly correlate with all but 
five of the management variables. On the "trust level" and 
"commitment level" variables, the criterion variable "age" 
entered first in the stepwise regression. Age accounted for 
approximately 12 percent of the variability on "commitment 
level" and 9 percent on "trust level". Age entered into the 
Table 8 St^wise multiple xecpnessicn of management scalœ by demogc^tiic critericn 
MaNacamENr VSRIAHLES 1st step 
R" B 
2nd Step 
R" B 
Sub Steps 
GQSL SSmNS: 
Self-rating 
lengUi of Service 
ii^BmFziNs mmBG: 
Self-rating 
.93 -.37 
Constant = 5.61 
EEEBC33VE FIAKOONS: 
Self-rating 
Age 
CBGgNIZINS: 
Self-rating 
lengUi of Service 
asaSIGH MSKINS: 
Self-rating 
Age 
EEEBG2mN5: 
Self-rating 
Education 
OEAM BOUDINS: 
Self-rating 
Age 
EVMIIKCING PBŒŒMRNCE: 
Self-rating 
Education 
EEVErDEING SOBCRDENAIES: 
Self-rating 
Age 
MANAGING CCNFLECT: 
Self-rating 
Age 
.09 -.39 
Constant = 6.22 
.20 -.39 
Constant = 5.55 
.13 -.47 
Constant = 6.03 
.13 -.40 
Constant = 5.83 
.13 -.42 
Constant = 5.94 
.09 -.35 
Constant = 5.77 
.16 -.49 
Constant = 6.13 
.12 -.40 
Constant = 5.82 
.11 -.37 
Constant = 5.66 
.14 .12 
none 
.25 .16 
.16 .09 
.17 .11 
.18 .27 
.13 .13 
.19 .22 
.15 .12 
.14 .11 
10.95** 
12.73** 
22.45** 
12.01** 
12.94** 
14.55** 
10.05** 
15.45** 
11.76** 
10.70** 
None 
None 
None 
None 
None 
None 
None 
None 
None 
None 
TIME EFÏBCTEVENESS: 
Self-rating 
STRESS EEftCnCN: 
Self-rating 
Age 
OCIMEDIBir IE7EL: 
Age 
S&Lf-zating 
OSDST IE0EL: 
Age. 
Self-rating 
KESOIflS nRTTWiwrrrwi 
Self-rating 
Age 
SdfSSEOr IBKEECDOMS: 
Self-rating 
Miration 
.11 -.47 
Oonstant = 5.53 
.13 -.52 
Oonstant = 5.66 
.12 -.18 
Oonstant = 5.68 
.06 .13 
Oonstant = 6.07 
.07 -.32 
Oonstant = 5.69 
.09 -.31 
Oonstant = 5.89 
15 .14 
IS .IS 
21 -.34 
09 -.22 
.13 .15 
13 .19 
11.06** None 
14.44** None 
17.15** None 
7.06* None 
10.07** None 
10.02** None 
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equation on the second step with effective planning 
(F=22."45), decisionmaking (F=12.94), team building 
(F=10.45), managing conflict, (F=10.70) time effectiveness 
(F=11.06), stress reaction (F=14.44), and results orientation 
(F=10.07). While age accounted for a small amount of the 
variability each time, it is significant as indicated by the 
accompanying F values. 
Education did not enter the equation on step one at any 
time, but did so three times on the second step. It 
accounted for a small amount of variability with 5 percent on 
delegating (F=14.55), 3 percent on evaluating performance 
(f=15.45) and 4 percent on summary perceptions, but again as 
is indicated by the F values, significant at the .05 level. 
Length of service was the only other criterion variable 
that was found to be significant. It entered on the second 
step for goal setting and organizing. The F values of 10.95 
for length of service on goal setting and 12.01 on organizing 
are significant. 
As was stated previously, was rejected as there was a 
significant relationship shown between selected criterion 
variables and the perceived use of management skills. 
E. Results of Treatment 
The fourth objective was to compare differences in the 
perceived use of selected management skills prior to and 
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after an educational intervention. The hypothesis relating 
to this objective was stated in the null form as follows: 
H2: There is no significant difference in the perceived 
use of selected management skills prior to and after an 
educational intervention. 
An analysis of covarlance was used to test this 
hypothesis using the pre test as the covariate to adjust for 
pre-existing differences among the groups. This hypothesis 
was also rejected as the results Indicated that there is a 
significant difference in perceived use of five of the 
identified management skills after participation in the 
Management styles in Extension Course. As Is Indicated in 
Table 9, significant differences appeared with the variables 
goal setting (F=6.71), effective planning (F=14.49), 
organizing (F=8.16), delegating (F=8.10), team building 
(F=4.73) and evaluating performance (F=8.22). A review of 
the objectives for the course and the subject matter that was 
presented in the class Indicated that these were particular 
areas that were taught. The conclusion reached as a result 
of this hypothesis testing was that it is possible to teach 
management skills to extension professionals. 
F. Summary 
A review of the finding of this study identified 
critical management skills Important for extension 
professional in Iowa, described the population of the 
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research study, analyzed the relationship of certain 
demographic factors to perceived management skills and 
indicated that it was shown that certain management skills 
had been learned as a result of participation in the 
Management Styles in Extension course. 
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Table 9 Analysis of covarlance of management skills by 
pre-test scores (F^, 142 =3.92, .05) 
Management Skill DF MS Fprob 
GOAL SETTING: 
Covariate-
pre-goal setting 1 
Treatment 1 
Residual 142 
25.31 
1.76 
. 26  
96.35 
6.71** 
. 00  
.01 
IDENTIFYING PROBLEMS : 
Covariate-
pre-identifying 
problems 
Treatment 
Residual 
1 
1 
142 
16.38 
.06  
. 2 2  
75.53 
.27 
00 
61 
EFFECTIVE PLANNING: 
Covariate-
pre-effective 
planning 
Treatment 
Residual 
1 
1 
142 
19.74 
4.46 
.36 
55.29 
12.49** 
00 
00 
ORGANIZING: 
Covariate-
pre-organizing 
Treatment 
Residual 
1 
1 
142 
17.74 
2.92 
.36 
49.60 
8.18** 
, 0 0  
01 
DECISION MAKING; 
Covariate-
pre-decision 
making 
Treatment 
Residual 
1 
1 
142 
13.85 
.40 
.27 
51.44 
1.49 
. 0 0  
.23 
DELEGATING: 
Covariate-
pre-delegating 
Treatment 
Residual 
1 
1 
142 
21.82 
2.05 
.25 
86.36 
8.10** 
. 0 0  
.01 
TEAM BUILDING: 
Covariate-
pre-team building 1 
Treatment 1 
Residual 142 
17.79 
1.03 
2.17 
82.14 
4.73* 
*, **, probability level at .05 and .01, respectively. 
. 0 0  
.03 
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Table 9 Continued 
MANAGEMENT SKILL DF MS Fprob 
EVALUATING PERFORMANCE: 
Covarlate-
pre-evaluating 
performance l 
Treatment 1 
Residual 142 
19.61 
1.79 
. 2 2  
89.82 
8 . 2 2  
. 0 0  
.01 
DEVELOPING SUBORDINATES: 
Covariate-
pre-developing 
subordinates l 
Treatment l 
Residual 142 
23.80 
. 2 8  
. 2 2  
107.37 
1.26 
. 0 0  
. 2 6  
MANAGING CONFLICT: 
Covariate-
pre-managing 
conflict 
Treatment 
Residual 
1 
1 
142 
22.21 
.49 
.29 
77.96 
.17 
. 00 
. 6 8  
TIME EFFECTIVENESS; 
Covariate-
pre-time effective­
ness 1 
Treatment 1 
Residual 142 
24.12 
.89 
.31 
78.70 
2.90 
. 0 0  
.09 
STRESS REACTION: 
Covariate-
pre-stress 
reaction 
Treatment 
Residual 
1 
1 
142 
27.27 
.04 
.37 
74.57 
.10 
. 0 0  
.75 
COMMITMENT LEVEL: 
Covariate-
pre-commitment 
level 
Treatment 
Residual 
1 
1 
142 
23.02 
.15 
.18 
127.11 
.84 
. 0 0  
.36 
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Table 9 Continued 
MANAGEMENT SKILL DF MS Fprob 
TRUST LEVEL: 
Covariate-
pre-trust level 1 
Treatment 1 
Residual 142 
4.49 
.00 
.19 
24.19 
. 00  
. 0 0  
.95 
RESULTS ORIENTATION; 
Covarlate-
pre-results 
orientation 
Treatment 
Residual 
1 
1 
142 
24.94 
• .84 
.25 
100.44 
3.37 
. 00 
.07 
SUMMARY PERCEPTIONS; 
Covarlate-
pre-summary 
perceptions 
Treatment 
Residual 
1 
1 
142 
12.60 
.11 
.27 
46.00 
.41 
. 00 
.52 
TASK SKILLS: 
Covarlate-
pre-task skills 1 
Treatment 1 
Residual 142 
19.31 
1.47 
.15 
128.19 
9.79** 
. 0 0  
. 0 2  
PEOPLE SKILLS; 
Covarlate-
pre-people 
skills 
Treatment 
Residual 
1 
1 
142 
20.76 
. 86  
.13 
155.57 
6.42** 
00 
01 
PERSONAL SKILLS: 
Covarlate-
pre-personal 
skills 
Treatment 
Residual 
1 
1 
142 
16.80 
.12 
.17 
99.42 
.69 
00 
41 
OTHER FACTORS: 
Covarlate-
pre-other 
Treatment 
Residual 
1 
1 
142 
15.47 
.41 
.19 
79.72 
2.09 
. 00 
.15 
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V. DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 
The purpose of the research study was to assess the 
extent to which selected management skills and behaviors 
were perceived to be performed by extension professionals in 
Iowa and the extent to which these perceived management 
skills were learned in a structured educational program and 
used in professional practice. 
A. Discussion of the Findings 
The design chosen for this quasi-experimental research 
study was a nonequivalent control group-design which was an 
effective design to accomplish the objectives of the study. 
The experimental group was drawn from lists of enrollees in 
the Management Styles for Extension course offered through 
the Department of Agricultural Education at Iowa State 
University in the Spring of 1988. To obtain a large enough 
number in the sample for the study, it was necessary to 
include all attendees willing to participate in the study as 
part of the treatment group. Two procedures were incor­
porated in the study to reduce the error in interpretation. 
The first effort was to, as closely as possible, match the 
groups by position held within extension. The control group 
was selected from the remaining personnel list not involved 
in the class. The second precaution taken was to utilize an 
95 
analysis of covariant technique to compensate for the initial 
differences that may exist between the two groups. Borg and 
Gall (1983) suggested three alternatives when it is not 
possible to randomly assign cases to individual research 
groups. This study took advantage of two of the three 
alternatives by matching the two groups as nearly as possible 
and by using the analysis of covariant technique in statisti­
cal analysis. The use of the non-equivalent control group 
design was an effective design for this study. 
The Management Effectiveness Profile System (MEPS) 
chosen to identify perceived critical management skills was 
found to be reliable on both the pre test and the post test. 
Borg and Gall (1983) stated a minimum reliability coefficient 
acceptable for instruments that measure rncreased knowledge 
as .56 to .66. Reliability coefficients for the MEPS as used 
in this study were .50 to .84 on the pre test and .57 to .81 
on the post. These data were consistent with the reliability 
coefficients found for the original instrument of .77 to .88 
on the management scales (Cooke, 1988). Although slightly 
lower than the original reliability factors, the post test 
reliability coefficients were above the acceptable range. 
The pre test coefficients range was lower than the bottom end 
of the range but well above the acceptable range on the top 
end. The MEPS was designed to identify 15 categories of 
distinct managerial skills and personal factors necessary to 
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good management. Since the first objective was to identify 
those management skills perceived to be critical to Extension 
professionals, the MEPS provided the means for accomplishing 
this goal and was a reliable method to identify those 
critical skills. 
To effectively measure behavior change as the result of 
an educational venture, Robinson (1989) proposed that the 
change assessment be measured three to six months after the 
educational intervention. Part of the purpose of the study 
was to measure the perceived behavior change that occurred as 
the result of participation in the Management Styles in 
Extension course. The assessment was made to test for 
perceived behavior change approximately six months after the 
class. Kirkpartick (1975) listed 5 guidelines for evaluat­
ing behavior change and satisfaction of each of these 
guidelines was possible with this study. The use of the MEPS 
provided a systematic on-the-job appraisal both before and 
after the intervention. The appraisal was made by the person 
receiving the training. A statistical analysis was made to 
compare before and after performance. The post training 
appraisal was made three or more months after the training so 
there was opportunity to practice new skills, and a control 
group was used to make comparisons. 
As was pointed out by Ehrenberg (1983), three factors 
should be considered to ensure the transfer of learning. The 
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objectives spelled out for the course, and to which the 
instructor taught, confirmed the incorporation of clear 
concepts. The utilization of role plays, case studies and 
similar techniques provided for the proper use of simulation 
activities. The opportunity for large and small group 
discussion activities, group activities, and discussion with 
the instructor allowed for the participants to talk with 
others about the learning activities and transfer it to the 
work setting assuring social transmission. 
The first objective was to identify those management 
skills perceived to be critical to extension professionals in 
Iowa. Whiteside and Bachtel (1987) had identified ten top 
managerial skills for a county director to possess as 
communicating, public relations, leading, planning, a good 
office image, budget accountability, decision making, 
evaluation, staff support, and motivating. The researcher 
was unable to locate literature that identified management 
skills critical for all extension professionals. Buford's 
(1979) assessment of management within extension was that 
there is no more important or more neglected activity and 
pointed out a need to identify management activities. 
This study provided the identification of skills 
perceived to be critical for all extension professionals. An 
analysis of variance failed to find any significant dif­
ferences in perceived critical management skills among the 
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eight different groups of extension professionals identified 
for the study. As Crockett (1981) pointed out, there are 
three things managers intuitively know how to manage: tasks, 
people and themselves or personal skills. The fifteen skills 
perceived to be important for extension professionals fall 
into these three basic categories. The 95 item analysis of 
the MEPS identified the following 15 managements scales or 
distinct skills: 
Task skills - goal setting, identifying problems, 
planning effectively, organizing, 
and making decisions 
People skills - delegating, team building, evaluat­
ing performance, developing subor­
dinates, and managing subordinates 
Personal factors - time effectiveness, stress reac­
tions, commitment level and trust 
level 
Other factors - results oriented, and summary 
perceptions (while summary percep­
tion are included, it was not an 
identified management skill, but 
provided information to assess 
perceptions of how the employee is 
handling her/his current assignment) 
Since all the mean scores were well above the mid-point on a 
seven point scale, the task of identifying management skills 
critical for extension professionals was accomplished. 
Several observations were made in the process of 
describing the population for the study. As was indicated 
earlier, an effort was made to match the groups by the 
present position held within the system. While not inten­
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tional, there was a nearly even match of females (48.55%) to 
males (51.45%) as well. The eight categories chosen to 
describe the professional position held were Youth Special­
ist, Home Economics Specialist, County Extension Director, 
Dual Positions (those individuals holding positions with more 
than one assignment), Subject Matter Specialists, Agricul­
tural Specialists, Area Directors, and Others (individuals 
taking the class but not employed by extension fell into this 
category). Other than the Area Directors, no distinction was 
made between those holding county positions, area assignments 
or state level responsibilities. It was anticipated that 
those with CED positions or Area Directors, (because of 
assigned administrative responsibilities) or those holding 
dual positions (the need for performing more than one kind of 
professional responsibility) would rank significantly 
different than the rest of the group. As was indicated, a 
one way ANOVA did not find any significant differences in 
perceived management skills among any of the groups. Those 
15 identified management skills were perceived to be impor­
tant to all extension professionals in Iowa. 
While approximately 58% of the individuals in the total 
group described themselves as holding two or more positions 
within extension, it was noted that almost 36% of the 
respondents have held only one position. There did not 
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appear to be a great deal of mobility within the system for 
professional development by changing position assignments. 
The importance of advanced degrees within the organiza­
tion was validated with the findings of this study. Almost 
60% of the total group held degrees at the Master's level or 
higher. When comparing the two groups, the experimental 
group contained a greater share of Bachelor degree holders (a 
difference of 16) than the control group. Since the Manage­
ment Styles in Extension course was offered for graduate 
credit, those in the experimental group with Bachelor's 
degrees were more likely taking it for credit toward an 
advanced degree. 
Extension professionals appeared to stay with the or­
ganization for long periods of employment as the study 
pointed out. More than 80% of the total population had six 
or more years of service with extension. It is significant 
to note, that of those 145 professionals involved in the 
study, there were more than twice as many respondents (48 as 
compared to 23) in the experimental group with 11 or more 
years of service. This information is an indication that 
seasoned staff were receptive to and in need of management 
skill training. Even though more than 82 professionals chose 
to participate in the Management Styles for Extension course 
for either credit or the need to perform better on the job. 
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none felt they were poor managers but very few felt they had 
excellent management skills. 
The study done by Honeywell (1985) found that on-the-job 
experience was the predominant way for managers to acquire 
management skills. Extension professionals participating in 
this study also felt that was the main way for them to have 
learned management skills. 
The third objective was to determine the relationship 
between the perceived use of various management skills and 
selected criterion variables. The fact that self-rating 
entered the equation with each of the 15 identified manage­
ment skills each time on the step-wise multiple regression 
was an indication that self-rating is correlated with 
self-perceptions about management skills. It is important to 
note that whether it entered on the first or second step, the 
regression coefficient (b) was a negative factor. Providing 
in-service training on critical management skills should not 
be determined solely by an individual's self-rating on 
management skills. Age was found to correlate with all but 
five of the identified management skills, and was positively 
correlated whether it entered on the first or second step. 
With the variables "commitment level" and "trust level", age 
entered the equation on the first step. As an individual 
matures in age, the trust level and commitment level to the 
organization increases. The ability in decision making, team 
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building, managing conflict, time effectiveness, reaction to 
stress, and the orientation toward results increases as an 
individual matures in age. Although education was found to 
significantly correlate with the management variables of 
evaluating performance, delegating, and summary perceptions, 
it can not be assumed that more education, in terms of formal 
degrees obtained, will enable one to become a better manager. 
The Honeywell Study (1985) found that 50% of the management 
skills were gained by on-the-job experiences and this study 
replicated that finding. It is important to note that 
management skills do not increase in accordance with the 
length of service to the organization. 
The final objective of the study was to compare dif­
ferences in the perceived use of selected management skills 
prior to and after an educational intervention. The inter­
vention was the Management Styles for Extension course. 
Following the procedures Hinkle et al. (1988) advised for use 
when it is not possible to randomly assign individuals to 
groups, an analysis of covariance was used to reduce error 
variance and increase the precision of the test. To adjust 
for pre-existing differences between the experimental group 
and the control group, the pre test scores were used as the 
covariants. Since efforts had been made to be as precise as 
possible, the results of the findings were an indication that 
certain management skills can be taught and learned through a 
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formal educational effort. The findings showed significant 
differences between pre and post test scores for goal 
setting, effective planning, organizing, delegating, team 
building, and evaluating performance. Specific objectives 
for the Management Styles in Extension course taught to each 
of these management variables found to be significantly 
different from pre to post test. Objective 2 was to identify 
and describe the seven tasks of management common to exten­
sion. Martin (1988) listed the first task of planning, 
which included goal setting and effective planning. The 
second task listed was organizing. Objective 16 was to 
explain delegation and describe how to use it. Team building 
was included with the explanation of task 4, directing and 
evaluating performance was a part of task 3, staffing. It 
was possible to.teach these management skills in a formal 
educational effort. 
B. Conclusions 
Based on the findings of the investigation, the follow­
ing conclusions were drawn. 
The use of the MEPS made it possible to identify 15 
management skills that were perceived to be important to 
extension professionals in Iowa. Since there were no sig­
nificant differences of perceived management skills among the 
eight professional extension positions studied in this 
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research study, it was concluded that those skills were 
perceived to be critical for extension professionals in 
Iowa. 
From the demographic data gathered, it was concluded 
that extension professionals in Iowa were fairly equally 
divided by gender, did not change positions within the 
organization readily, tended to stay with the organization 
for long periods of time, tended to hold advanced degrees and 
continued to work toward advanced degrees or sought profes­
sional improvement opportunities, perceived themselves as 
having fair management skills and learned those skills 
through on-the-job experiences. 
Self-rating on management skills was significantly 
correlated with each of the management variables, but 
negatively correlated. Self-rating should not be used as a 
sole determinant of individual needs for management educa­
tion. 
From the significant differences shown between the pre 
and post test scores on goal setting, effectively planning, 
organizing, delegating, team building and evaluating perfor­
mance, the conclusion was made that it is possible to expect 
perceived behavior change in these specific skill areas as 
the result of an educational effort. 
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C. Recommendations 
Based on the findings and conclusions identified and 
drawn from this study, the following recommendations were 
made: 
1. The results of this study should be shared with 
extension administration; particularly those who are 
responsible for administrative management and staff 
development; the staff development specialist and 
individuals responsible for planning and providing 
pre-service, in-service, and graduate programs for 
extension professionals. 
2. Intensive in-service and additional courses should 
be offered for already employed extension profes­
sionals focusing on the identified critical manage­
ment skills. 
3. Curricula developed an extension component for pre-
service, in-service, undergraduate, and graduate 
programs that should include management education. 
4. Persons having a career interest in extension, 
regardless of the subject-matter area, should be 
encouraged to take courses that help them to develop 
management skills to prepare them to better function 
as professionals within the organization. 
5. The results of the study should be shared with 
those persons directly involved in hiring personnel 
for extension and good management skills should be 
emphasized as important to an extension staff 
member's professional role. 
6. Orientation programs for new extension employees 
should introduce the concepts of management skills 
and continued training should be incorporated as a 
professional development program. 
D. Recommendations for Further Study 
If this study should be replicated, it is recommended 
that the procedures outlined be followed with the exception 
of certain changes. 
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Identified management skills ratings were all based 
on self-perceptions. Further study should be based 
on self-perceptions as well as peer perceptions, 
supervisors perceptions and subordinate perceptions. 
Course work or in-service that specifically focuses 
on those skills not showing any significant dif­
ference between pre and post test would determine 
if it is possible to teach all of the identified 
management skills that would result in perceived 
behavior change. 
Gender differences may affect the way skills are 
learned. That was not the focus of this study, but 
offers implications for further study. 
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VI. SUMMARY, IMPLICATIONS AND SIGNIFICANCE 
A. Introduction 
Management is an important component of an extension 
professional's job, whether or not he/she is assigned ad­
ministrative responsibilities. As was pointed out by Prawl 
et al.(1984), in the broadest sense, all extension faculty 
are managers. The need to manage the limited resources for 
maximum efficiency and effectiveness is critical to the 
future of extension as was revealed the findings by Whiteside 
and Bachtel (1987). The ECOP Futures Task Force (1987) 
recognized the need for staff development and training on 
basic management skills and recommended the management 
component of staff development be strengthened. 
When management is defined as working with and through 
other people to accomplish the objectives of both the 
organization, as it was done by Montana and Charnov (1987), 
it focuses on both the organization and the individual within 
the organization. It focuses on results to be accomplished, 
rather than activities, and emphasizes an integration of both 
personal and organizational objectives. Prawl et al. (1984) 
advocated that management was more appropriate to describe 
extension's educational role than was administration. 
Now, more than ever, there is a need to define what 
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management skills are appropriate for all extension staff, 
not only those with assigned administrative responsibility. 
It is also important to define a means for integrating those 
skills into their professional behaviors. This study was an 
attempt to define those management skills that are important 
for all extension professionals to possess, and to add to the 
limited research findings on the effectiveness of management 
education, specifically toward extension staff. 
B. Purpose and Objectives 
The purpose of the study was to identify management 
skills and behaviors perceived to be critical to extension 
professionals. The secondary purpose was to determine if 
those management skills could be learned through participa­
tion in a structured educational program. 
To accomplish these purposes, the following research 
objectives were developed to provide a framework for 
conducting the study; 
1. To identify the extent to which selected management 
skills were being used as perceived by selected 
extension professionals in Iowa. 
2. To identify selected demographic data to describe 
extension professionals in Iowa. 
3. To determine relationships between the perceived use 
of various management skills and selected variables. 
4. To compare differences in the perceived use of 
selected management skills prior to and after an 
educational intervention. 
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Two research hypotheses were used in the study and they 
related to the last two objectives. Hypothesis 1 related to 
Objective 3 and was stated as: 
Hi There is no relationship between the perceived use of 
various management skills and selected variables. 
Hypothesis 2 related to Objective 4 and was stated as: 
H2 There is no significant difference in the perceived 
use of selected management skills prior to and after 
an educational intervention. 
C. Procedures 
The quasi-experimental research study utilized a non-
equivalent control group design. Participants were not 
randomly chosen. The subjects who participated in the study 
could elect to not participate. The experimental group was 
comprised of individuals who elected to take the Management 
Styles in Extension course offered through the Department of 
Agricultural Education at Iowa State University. The control 
group was selected, by position assignment, to match the 
experimental group as nearly as possible. The participants, 
with the exception of a few graduate students, were all Iowa 
Extension professionals. Data were gathered from both groups 
prior to the Management Styles in Extension course being 
taught. The experimental Group participated in the course 
while the control group received no treatment. All in­
dividuals in the experimental group received the same 
treatment. The twelve hour management course focused on 
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management skills as specifically related to extension. The 
class was taught from a clinical pragmatic approach. 
Approximately six months after the first collection data, the 
MEPS was again administered to both groups. A total of 145 
people participated in the study, with 82 persons in the ex­
perimental group and 63 in the control group. 
Through the use of the Management Effectiveness Profile 
System (MEPS), certain basic management skills had been 
identified in previous studies as critical to effective 
management. Those studies and the use of MEPS questionnaire 
provided a base for identifying those skills necessary for 
effectiveness in extension. 
Certain demographic data were gathered to gain a better 
understanding of the participants in the study. This data 
included: age, position within extension, gender, years of 
experience, number of different positions held in extension, 
self-rating on management skills, how management skills were 
best learned and reasons for, or not participating in the 
course. 
Descriptive statistics were used to analyze the demo­
graphic data obtained. A stepwise multiple regression 
technique was used to test hypothesis one of the study. A 
analysis of covariance procedure was used to test the second 
hypothesis. An alpha value of .05 was established as a 
critical standard. 
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D. Summary of the Findings 
The findings of the study were related to the stated 
objectives and are presented in that order. 
Objective 1 was to evaluate the extent to which selected 
management skills were being used as perceived by extension 
professionals in Iowa» The Management Effectiveness Profile 
System had identified 15 skills critical to effective 
management. Based on a seven point scale, the means for each 
of the 16 management skills were all above the midpoint. The 
lowest, effective planning, was 4,99, but still well above 
the midpoint. Other skills perceived as critical were goal 
setting, identifying problems, organizing, decision making, 
delegating, team building, evaluating performance, developing 
subordinates, managing conflict, time effectiveness, stress 
reaction, commitment level, trust level, results orientation, 
and summary perceptions. These items were lumped into four 
categories, task skills, people skills, personal skills, and 
other skills. 
The second objective was to identify selected demograp­
hic data to describe extension professionals in Iowa. There 
were 145 participants in the study, 82 in the experimental 
group and 63 in the control group. Approximately 49% of the 
participants were females while 51% were males. The age 
range for the study was from 21 to 70 or more years. The 21-
30 category contained 15 (10.4%), with the 31-40 group 
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having 55 (37.9%). The 41-50 year group was the second 
largest with 41 (28.3%). Twenty nine participants (20.0%) 
were in the 51-60 and 5 (3.4%) were 61-70. 
Eight different positions were identified to describe 
the group: Youth Specialist (27), Home Economics Specialist 
(29), County Extension Director (24), Ag Specialist (5), Dual 
positions (30), Subject Matter Specialists (19), Area Direc­
tors (4), and other (6). 
Fifty two participants (35.86%) had held only one 
position with extension. Forty six participants (31.72%) had 
held two positions, while 39 participants (26.90%) had held 
three or more positions. 
About fifty-five percent of the participants (79) held 
Masters degrees, with forty percent (58) holding Bachelors 
degrees and about 5% (7) having PhDs. The length of service 
varied from less than one year to 11 or more years. The 
majority of the group in the study (71) had 11 or more years 
of service. The next largest category in that division was 
in the 6-10 years of service with 27 persons. Eleven people 
had less that one year of service, 13 had 1-2 years, and 17 
had 3-5 years of service. The majority of the group had 6 or 
more years of service. 
One hundred persons (70.42%) rated themselves as having 
good management skills. Only 13 (9.16%) felt they had 
excellent management skills and 29 (20.42%) rated themselves 
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as fair. More than half (53.23%) of the group said they 
learned their management skills on the job. The next best 
way to learn was working with others (28.78%). Reading 
(1.44%) and attending seminars (13.67%) comprised the other 
ways to learn management skills. 
Objective 3 was to determine relationships between 
perceived management skills and selected variables. The 
study revealed the variable self-rating was negatively 
related to all the management skills. Age was positively 
correlated to all but goal setting, identifying problems, 
organizing, delegating, and evaluating performance. Length of 
service was found to be related to goal setting, and 
organizing. A relationship was found with education and the ° 
management skills of delegating, and evaluation performance. 
The final objective for the study was to compare the 
differences between the perceived use of selected management 
skills prior to and after an educational intervention. An 
analysis of covariance revealed a significant difference in 
the perceived use of management skills in 5 skill categories; 
goal setting (F=6.71), effective planning (F=12.49), organiz­
ing (F=8.18), delegating (F=8.10), and team building 
(F=4.73). When merged together, there were significant 
differences found in task skills (F=9.79) and people skills 
(F=6.42). 
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E. Conclusions 
Based on the findings derived from the data, it was 
possible to identify 15 management skills that were perceived 
to be used and important to the role of an extension profes­
sional in Iowa. There was no significant difference found in 
the use of management skills by the variable position held, 
it was reasonable to conclude those 15 skills were important 
for all extension professionals in Iowa. It was also 
possible to describe the extension professional. Both 
hypotheses were rejected. There was a relationship shown to 
exist between certain management skills and selected vari­
ables. There was a significant statistical difference in the 
perceived use of management skills after the educational 
intervention. 
The overall conclusion reached in this study was that it 
is possible to identify management skills perceived to be 
critical for extension professionals. It is also possible to 
teach those skills through a structured management education­
al effort. 
F. Implications and Educational Significance of the Study 
The purpose of this study was to assess the extent to 
which selected management skills were performed by extension 
professionals in Iowa and the extent to which these manage­
ment skills were learned in a structured educational 
program. In-service educational programs have been offered 
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for extension professionals, but have not in the past 
included teachings toward specific management skills for 
extension professionals. The need for the possession of 
certain management skills has been shown as critical to carry 
out the extension professional's role. 
Based on the findings of this study, management skills 
perceived to be used and important to extension professionals 
have now been identified. It has been established that 
certain skills can be taught and learned. Management educa­
tion should be viewed as essential to the professional growth 
and development of all extension professionals. Management 
education should be intentionally incorporated into in-
service educational efforts. Those individuals planning to 
establish careers in extension should include management 
education as a part of their formal training program. 
The Department of Agricultural Education, as well as 
other departments who prepare individuals for professional 
extension roles, should continue to work cooperatively with 
the extension service to provide in-service, undergraduate 
and graduate management educational programs. 
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IOWA STATE U(s,vc,6II Y 
of Scicnce mid Technology 
AMtS, IOWA 50011 
PoisonnclOIIIco 
lOOoaidsticarlloll 
March 21,1988 
John Cannarosa 
Human Synergistics 
39819 Plymouth Road 
Plymouth, Michigan 40170 
Dear John: 
Thank you for discussing the Management Effectiveness Profile System with me. 
As I mentioned, I am very impressed with the kit and may at sometime use it as 
a part of management training for staff nt the university. Hy purpose is 
desiring to use the instrument at this point Is for research purposes In 
fulfilling the requirements for n doctoral degree In Agricultural Education. 
I would like to use the Management Effectiveness Profile System 
Self-Description In a pre-test, post-test type study. Approximately ISO state 
and county Cooperative Extension Service employees have elected to participate 
in a graduate course, Agricultural Education 593-F, Management Styles In 
Extension during April and May 1988. (1 am enclosing a copy of the course 
announcement for your information.) The purpose of this study will be to 
analyze the effectiveness of the 12 hour management training. With your 
permission, I will use the self-description Instrument to survey the course 
participants prior to workshop, i will again survey the participants 3-4 
months after the workshop to assess their self description of management 
effectiveness one they have had an opportunity to incorporate tlie learning 
Into behavior. 
As we agreed, 1 will duplicate only the number of copies of the instrument 
needed to pre-test and post-test the participants. I will be tlie only 
individual who will be using the Instrument In consultation with my major 
professor. Dr. Robert A. Martin. I will do the scoring and will evaluate the 
results on a grouped basis. 1 will give full credit to Human Synergtistlcs. 
I will also provide you with a copy of my study upon it's completion: 
I sincerely appreciate your willingness to work with me on this project. My 
hope Is that the results of the study will help to define management training 
needs as a part of staff development. 
FnitA) oppnn rnt tiTY.Arntn^Aii\/n An inn mm nvrn 
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As I meiikioiied, If you have lufoL'iiiatiJLon on validity and reliability muasurcs, 
I would appreciate having you send that to me as soon as possible. 
If you have questions or concerns, please feel free to contact me at 
(515)294-8914. 
Sincerely, 
Sharon K. Drake 
Coordinator oE Training and Development 
Enc 
CC: Robert A. Martin 
^ïlliuman 
J^EîJsynergisucs 
I 
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mmmrnrnmi'mmmmmmmmimmmm 
April A, 1908 
Ms. Sharon Drake 
Coordinator of Training 
and Development 
Iowa State University 
Ames, lA 50011 
Dear Sharon: 
Thank you for your recent letter and for the copy of your 
research proposal. 
I can grant you permission to use the HEPS self-description 
instrument to do a pre- and post-assessment in your course. 
Though we rarely permit any form of duplication of our 
published materials, I will make an exception in this case 
since you will only be using it with one group in an 
educational setting. 
We are, at this time, preparing a statistical report for the 
MEPS instrument which I will send to you upon its completion, 
hopefully within the next three weeks. 
If you have any further questions, please contact me. Good 
luck with your study. We look forward to receiving a copy of 
your study upon its completion. 
Sincerely, 
John Cannarsa 
Director 
Product Development & Research 
JC/ks 
39819 Plymouth Road Plymoulh, Michigan <18170 (313) <159-1030 
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I O W A  S T A T E  y m V E R S l î ï  
o f  S c i e n c e  a n d  T e c h n o l o g y  
DATE: March 24, 1988 
TO: W. John Johnson 
Assistant Dean and Director of Extension 
109 Curtlss Hall 
FROM: Sharon Drake 
John, I visited with you earlier about some ideas I had for research topics in 
pursuit of my doctoral degree in Agricultural Education. I am now nt a point 
of knowing the direction I would like to take. 
In April and May, approximately 120 Extension staff will be participating in a 
class Management Style In Extension, Ag Ed 593F. Dr. Robert Martin will be 
teaching the course and 1 will be working with Dr. Martin as my major 
professor. I would like to pre-test these individuals with the attached 
Instrument to get an indication of their management skills prior to the 
workshop. I would like to again test them in three to four months, using tiie 
same instrument, to measure the effectiveness of the educational intervention. 
At the same time, I would like to select a group of Extension staff as nearly 
like the previous group mentioned to be used a control group. The control 
group will also be.given the pre and post-test, but will not have the 
educational intervention. I have attached a more detailed copy of my proposed 
study for your information. 
I estimate it will take approximately 20 minutes for the completion of the 
questionnaire each time. 
. As I have indicated in my proposal, I feel strongly that all Extension staff 
have managerial roles and need strong managerial skills to succeed. My hope 
is that the results of my research will give us an indication of the 
effectiveness and usefulness of management education to Extension staff and 
result in some implications for staff orientation and development. Both will 
be beneficial to the employee and the organization. 
I appreciate your willingness to work with me on this project and will be open 
to suggestions and ideas that might be helpful to me. If you have questions 
or concerns, please call me at 294-8914. 
IHrORMAriOII OH niE USE SUOJECfS IN llESEAncll 
IOWA SI  130MIVERSITY 
(P lease  Fol low the  accompanying  i io« . .  j c t lons  for  comple t ing  th i s  form.)  
T i t le  of  p ro jec t  (p lease  type)  s  An an / j lyo ln  of t \ ic  UHcfulncnn nml cfrc.clJ.vcMRnn 
of mnn;n>piiiBiili edunntlon lof selccLcd CouDGiallvG lixlmmion î>c;fvlcc I'rofGsox'onn.l.n 
©.111 town. I  agree  to  provide  the  proper  surve i l lance  of  th i s  pro jec t  to  Insure  tha t  the  r igh ts  and  wel fa re  of  the  human subjec ts  a re  proper ly  pro tec ted .  Addi t ions  to  or  changes  
In  procedures  a f fec t ing  the  subjec ts  a f te r  the  pro jec t  has  been  approved  wi l l  be  
submi t ted  to  the  commit tee  for  rev iew.  .  
^hacon K. Drake , 
Typed  Named  of  Pr inc ipa l  Inves t iga to r  Da te  S igna tu re  o f  P r inc ipa l  Inves t iga to r  
17 I nt»iirrlrilif»nr Mull •Z.S/t'.tf 9 t 1^ , 
Campus  Te lephone  Campus  Address  
d E j l r e s  o f  o t h a r s ) , t l f  a n y )  D a t e  R e l a t i o n s h i p  t o  P r i n c i p a l  I n v e s t i g a t o r  
y3/20/00 Major ProfcRsor 
r  W ATTACH an  addi t iona l  page(s )  (A)  descr ib ing  your  proposed  research  and  (D)  the  
subjec ts  to  be  used ,  (C)  Ind ica t ing  any  r i sks  or  d iscomfor t s  to  the  subjec^ ts ,  and  
(O)  cover ing  any  top ics  checked  be low.  CHECK a l l  boxes  appl icab le .  
I I Medica l  c learance  necessary  before  subjec ts  can  par t ic ipa te  /  V 
I I Samples  (b lood ,  t i s sue ,  e tc . )  f ran  subjec ts  i  26  00  /  
n  Adminis t ra t ion  of  subs tances  ( foods ,  d rugs ,  e tc . )  to  subjec ts .  V. .  
I I Phys ica l  exerc i se  or  condi t ion ing  for  subjec ts*  
I i Decept ion  of subjec ts  
i~| Subjec ts  under  I ' l  years  of  age  and(or )  Q  Subjec ts  I ' i - I7  years  of  age  
n  Subjec ts  In  Ins t i tu t ions  
I I Research  must  be  approved  by  another  Ins t i tu t ion  or  agency  
r  50  ATTACH an  example  of  the  mater ia l  to  be  used  to  obta in  Informed consent  and  CHECK 
which  type  wi l l  be  used .  
I  I  Signed  Informed consent  w i l l  be  ob ta ined .  
m  Modif ied  Informed consent  wi l l  be  ob ta ined .  
©Month  Day Year  Ant ic ipa ted  da te  on  which  subjec ts  wi l l  be  f i r s t  contac ted :  Apr 11 /M;ty np, 
Ant ic ipa ted  da te  for  l as t  contac t  wi th  subjec ts :  c :opi /n^ i -  nn 
wy If  Appl icab le :  Ant ic ipa ted  da te  on  wl i ich  audio  or  v i sua l  tapes  wi l l  be  e rased  and  (or )  
Ident i f ie rs  wi l l  be  removed f rom comple ted  survey  Ins t ruments :  
tlA 
Month  Day Year  
Kl \gna ture  of  l l ty i3 \or  Chai rperson  Date  Dcpar tmiJ i t  o r  Adminis t ra t ive  Uni t  
y I  •  / I r  h / i  i^ <K  ^
Decis ion  of  the  ÛnfversFty  Commft tee  on  the  Use  of  l lon ian  Subjec ts  In  Research :  
(3  Pcojwt  Approved  Q  Projec t  no t  approved^  » Q  Ho ac t ion  requi red  
rinnrqr- R. Karas '  
Ilame of Committee Chairperson Oatu Signature of Coninlttee ChâIrpërsôïT 
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APPENDIX B: LETTERS TO RESPONDENTS 
A. Pre-test Letter to Respondents 
B. Post-test Letter to Respondents 
C. Letter of Extension Support 
i'8-8-8 
IOWA*vSTATL VKUSITY 
Agrlciilnire & I Ionic Economics 
lEXPEIUAlENT STOION 
April 18, 1988 
UepnrUiieiit of Agrlculliirnl Education 
201 Curtiss Ilnll 
Anics, Iowa 50011 
515 294 5872 
name I 
address1 
addressZ 
Dear name2: 
Good managers are the key to an outstanding organization. Today, quality 
management means getting things done through people by providing a 
professional environment in which they are motivated to perform at their best. 
A manager must possess competence in managing the resources available, people, 
things and situations. The main management resource in extension is people. 
We need your help I During the next few weeks numerous Iowa extension 
professionals will be participating in a workshop "Management Styles in 
Extension". To d&.ermine the usefulness and effectiveness of this educational 
experience! we will assess their perception of their management skills using 
the attached questlonalre, prior to the workshop and again 5 to 6 months after 
the workshop. Our purpose in doing this is to analyze the usefulness and 
effectiveness of management education. The results of this study will help us 
to identify potential educational needs of extension professional staff and 
other participants. Your willingness to complete and return the same 
questionnaire now, and again In 5 to 6 months, will provide us with Important 
comparison data. 
Your willingness to complete the questionnaire as honestly as possible is 
important to the success of this study. It will also help us to ascertain If 
education Is a determinant in helping you and fellow employees succeed as 
managers of situations, things and people. 
Your responses will be kept confidential. Only group data, compiled from 
individual responses, will be used in this study. Coding of the survey form 
is a means to contact those people who have not returned the survey form. 
Upon receipt of the surveys, all code numbers will be removed and destroyed 
upon completion of the analysis of the data. 
If you do not wish to participate In this study, please return the blank 
survey form. We appreciate your participation and cooperation In making this 
Important study successful. 
Thank you. 
Sincerely, 
Sharon Drake 
Doctoral Student 
Robert A. Martin, Ph.D. 
Associate Professor 
Enc 
A Ccnlur)* of PniKrvNN—An Unllinilvtl I'litiirc 
IOWA •STATE VËRS1TY 
Agriculture & 1 loiim licoiiomics 
EXPERIMENT S^IMION 
Dvpiirliiiviil of AKrlciilliiral lUliiciilioii 
201 Curtl.is llnll 
AIIIC5, lown 50011 
515-294-5872 
October 3, 1988 
NAMEl 
ADDRESSl 
ADDRESS2 
Dear NAME2: 
Last spring, a course entitled "Management Styles in Extension" was offered to 
Extension staff members in the state of Iowa. In conjunction with the course, 
you were asked to complete a questionnaire to determine the effectiveness and 
usefulness of the eductlonal experience in developing management skills. 
When you volunteered to complete the first questionnaire, as a part of the 
comparison group, we indicated we would be asking you to complete the form 
again in 5-6 months. The most realistic evaluation for the effectiveness of 
such teaching Is an indication of a behavior change once an individual is back 
in the work situation. We are asking you to complete the attached form again 
to provide us information so we can make pre and post workshop comparison 
evaluations. 
Again, your willingness to complete the questlonalre as honestly as possible 
is important to the success of the study. Your willingness to participate and 
complete the form twice is greatly appreciated. Your responses are being kept 
confidential. Only group data is being compiled from individual responses. 
The code numbers will be destroyed as soon as we match pre and post responses 
and we are assured of our return responses. 
Thank you very much for helping to make this study possible and successful. 
Sincerely, 
Sharon Drake Robert A. Martin Ph.D. 
Doctoral Student Associate Professor 
Enclosure 
A Ccnliir>' of IVogrcsn—Au Uiillinilcd I'liturc 
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iVCrSltlj of Science and Technolo Ames, Iowa 50011 
University Extension 
Address reply to; 
Administrative Offices 
l(W Ciuliss Hull 
Ibleptione SlS-294-7802 
Enclosed Is questionnaire from Sharon Drake, a graduate student In 
Agricultural Education. Sharon Is doing her graduate work under the direction 
of Dr. Robert Martin. 
Dr. Martin is presently teaching the "Management Styles in Extension" course 
at several sites In Iowa. This study will help to determine the effectiveness 
and usefulness of this management training. Since the main management resource 
in Extension is people, this is a topic which is of concern to all of us. We 
are Interested in the results of this study, because it will help us to 
determine if this kind of educational experience is beneficial to becoming 
better managers. 
I have reviewed this study with Sharon. The information acquired in this 
study will be shared with Extension and will be of use to us in determining 
in-service educational needs. We hope you will take time to complete the 
questionnaire. Your cooperation will be appreciated. 
Coopwvtfra Exttnalon Sen/lea | Engineering Extension \ Center tor Industrial Research and Sen/Ice | OHIce ot Continuing Education 
Sincerely, 
wJohn Johnson 
iSsiQ'tant Dean 
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APPENDIX C; COURSE DESCRIPTIONS/OBJECTIVES 
A. Course Description 
B. Course Requirements 
C. Clinical Supervisory Approach 
D. Workshop Agenda 
AG. I 136 )3F 
Extension Professionals as Managers 
Purpose; 
An action oriented course on managing various resources, primarily the 
most important resource-—people. The course brings theory to a 
practical application level. A course for people who work with other 
people. 
Content 
I. An Overview of Management 
A. Management and the Task of the Manager 
B. Functions of a Manager 
C. Art and Science of Management 
D. Authority, Influence and Responsibility 
E. Managing Resources - People» Time, Paper 
F. Wasteful Management vs. Effective Management 
II. Planning 
A. Nature and Purposes of Planning 
B.. Guidelines for Planning 
C. Types of Plans " 
D. Decision Making^Process 
E. Nature and Purpose of Organizing 
F. Getting Thyself Organized 
III. Directing and Supervising 
A. Meshing Management and Leadership 
B. Motivation of the Individual 
C. Communications Process 
D. Measuring Accomplishments - Managing for Results 
E. Peformance Appraisal - Positive Supervision 
F. Control and Feedback Devices 
IV. Management Styles 
A. Scientific Management 
B. Country Club Management 
C. Laissez Faire Management 
D. Compromise Management 
E. Participatory Management 
Activities; 
Students will analyze case studies taken from real life Extension 
situations. Focus will be placed on problem solving situations in 
which management styles will be analyzed and effective management 
techniques applied. 
over 
Texts ; 137 
The New Managerial Grid by Robert Blake and Jane Mouton. Houston: 
Gulf Publishing Co., 1978. 
Management in Extension by James A. Buford, Jr., Alabama Cooperati 
Extension Service, Auburn University, 1979. 
Instructor; Dr. Robert A. Martin 
217B Curtiss Hall 
515-294-5872 
Management Styl< 13g Extension 
Ag. Ed. ' 
Course Requirements 
Option I, 
To earn one graduate level credit, each participant will complete 
the following activities: 
A. Attend the workshop at one of six sites. 
B. Review all course materials sent to him/her before the 
day of the workshop. 
C. Actively participate in all group activities and 
discussions during the workshop. This will be a "true" 
workshop where the learner will be involved in putting 
into action the principles being presented. 
D. At the end of the workshop, write a two page 
"applications" paper based on the principles learned in 
the workshop. 
Option II. 
To earn two graduate level credits, each participant will complete 
the following activities: 
A. Complete the requirements listed above in Option I AND... 
B. Select one of the following activities and complete it by 
no later than June 1, 1988. 
1. Review and critique 5 journal articles on topics 
related to management styles, following an outline 
format prescribed by the instructor. 
2. Review and critique 2 books related to the course. 
Students will be encouraged to use a format suggested 
by the instructor. 
3. Complete a take-home written examination based on the 
course. This is an essay test. 
4. Write a paper on the use of the management styles 
information and techniques in a personal situation. 
Note: 
This course has two general purposes. One is to broaden the 
student's knowledge regarding management of one of the most 
Important resources in Extenlon or any productive enterprise - -
and that is people. The second purpose is to help participants 
put to practical use the principles and knowledge being presented. 
A Clinical Supervl Approach 
Cor the Cooperative E139 lion Service 
by 
Robert A. Martin 
The Question 
How can a supervisor fulfill his/her role of systematically assisting 
Extension staff in developing professional competence and growth and 
achieve organizational and personal goals? 
The Answer 
The clinical supervisor plays a major and significant role in developing 
professional competence and growth and helping staff members achieve 
organizational and personal goals through skillful use of conferencing 
via clinical supervisory strategies. 
Definition of a Clinical Supervisor 
One who guides, in a systematic process, the professional development and 
performance assessment of county, area, or state staff. 
Systematic Procedures to be followed in Clinical Supervision utilizing 
the conferencing concept. 
A. Pre-performance conference 
1. Conferencing at this stage may take 2 basic forms: 
a) Annual Performance/Plan Conference - A conference to allow the 
staff member to explain goals and objectives and means for 
performance evaluation based upon his/her Job description. 
This conference is what could be called the Annual Performance 
Plan conference. This conference Is an excellent opportunity 
for the staff member to set professional and personal goals in 
the framework of the Job to be done. A considerable amount of 
sharing can occur in this conference. A key concept is that 
this ^  not a conference where in the supervisor tells a 
subordinate what to do. It l£ a conference to underscore the 
part one plays in the overall organizational scheme, and link 
personal professional goals with the organization goals. 
b) Specific Pre-Performance Conference - A conference to allow the 
staff member to explain goals and objectives of a particular 
program, workshop, etc. which will be conducted by the staff 
member and observed by the supervisor. This conference should 
be held no later than the day before the event to be observed. 
There should be adequate time set aside to thoroughly discuss 
the plans for the observation. 
Encourage the staff member to be well prepared to explain the 
objectives of the meeting, event, workshop, etc., instructional muclio.ds 
to be used, what participants will do and how the session will be 
evaluated. 
Be a good listener - let the staff member fully explain his/her 
intentions. 
Ask specific questions - How will you get and maintain participant 
interest? How will you evaluate attainment of goals and objectives? 
What strategies will you use? 
Identify the strengths and weaknesses of the plan. List the strengths; 
point out areas needing more work. Agree on an approach to "shore-up" 
or strengthen weaknesses. 
Assist staff member develop sound planning habits. 
Agree upon those procedures, strategies, etc. that will be evaluated 
during the observation. Identify what will be the focus of the 
observation. Limit what will be the focus of the observation. 
Performance Observation 
a) Here again, this step may take two forms -
Long Range - a collection of observations, formal and informal, 
by peers, clientele, and supervisor 
b) Specific 
Take careful notes regarding specific items pertaining to 
previously agreed upon Itéras. 
Record what happened. Avoid making Judgmental statements. Write 
questions to refer to later. Observation should be planned and 
conducted carefully. 
Post-Performance/Observatlon Conference 
a) Annual Review 
What goals and objectives were achieved? 
Identify limitations to some goal attainment, if any. 
Indicate plans for readjusting goals and planning for next year. 
b) Specific Performance Review 
Set a definite time for review and reflection. 
Try to hold same day as the observation. 
Ask staff member how it went. 
What went right, what went wrong, did you açhieve the objectives 
of the workshop, etc.? why or why not? 
Were the strategies, successful? Give encouragement, be positive, 
add compliments if due. 
What contributed to reaching goals? 
What Impeded reaching goals? 
Zero in on items identified in Pre-Performance Conference. What 
worked? What didn't work? and What arc we going to do about it? 
Post-Peformance Planning 
Outline a procedure to maintain strengths and deal with the weaknesses 
of the performance (specifically) or (long range) as plans are made 
for the next event (year). 
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Management Styles in Extension 
-Workshop Agenda*-
Dav #1 3:00 p.m. - Registration 
- Getting Acquainted -
expectations 
- Introduction to the course 
- Goals and Objectives 
- Definition of terms -
management, administration, 
leadership, supervision 
(group activity) 
5:30 p.m. - Break 
6:00 p.m. - Tasks of Management 
- What do people want from their 
jobs? (group activity) 
- Components of a successful 
organization 
- Case Study #1 (group activity) 
8:00 p.m. - Adjourn 
Dav #2 8:00 a.m. - Identifying the key principles 
of management of human 
resources 
- Case Study #2 and #3 (group 
activity) 
10:00 a.m. - Break 
10:15 a.m. - Decision-making Process 
- Decision-making Skills 
- Case Study #4 (group activity) 
- Five Styles of Management 
- Preparations for Role-playing 
(5 management style situations, 
group activity) 
12:00 noon - Lunch 
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12:30 p.m. - Case Study #5 (group activity) 
- Delegation - What it is and how 
to do it 
2:00 p.m. - Break 
- Presentations on Management 2:15 p.m 
4:00 p.m 
Styles 
- Examination 
5:00 p.m. Adjourn 
*Ag. Ed. 593F - Management Styles in Extension (1-2 Credits). 
A workshop organized and conducted for Extension 
Professionals in the Iowa Extension Service by the 
Department of Agricultural Education. 
Iowa State University. 
Dr. Robert A. Martin, Professor-in-charge of the course. 
Spring Semester, 1988. 
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XII. APPENDIX D: MANAGEMENT EFFECTIVENESS 
PROFILE SYSTEM INSTRUMENTATION 
A. Management Effectiveness Profile 
System Self-description 
B. Management Effectiveness Profile 
System Response Sheet 
C. Demographic Data Response Sheet 
PLEASE NOTE: 
Copyrighted materiais in this document have 
not been filmed at the request of the author. 
They are available for consultation, however, 
in the author's university library. 
These consist of pages: 
144-151 
Please'check the appropriate response below and use the reverse side to 
complete the Management Effectiveness P 152 a System, Self-description. 
1. Age 2. Gender 
20-25 Female 
26-30 Male 
31-35 
36-40 
41 or mora 
3. Do you work for the Extension 
Service? 
(If yes, go on to question no.4; 
if no, go on to question no. 6.) 
Yes No 
4. How long have you worked for 
the Extension Service as of 
June 1, 1988? 
Less than 1 year 
1-2 years 
3-5 years 
6-10 years 
11 or more years 
5. As of June 1, 1988, how many 
positions have you held within 
the Extension Service? 
None 
One 
Two 
Three or more 
6. Present Position 
_____ Youth Specialist 
____ Home Economics Specialist 
County Extension Director 
Agricultural Specialist 
Area Subject Matter Specialist 
___ Other: (please specify) 
7. How have you best learned your 
managerial skills? (Check one) 
On-the-job experience 
Working with and observing 
others 
Reading 
_____ Attending seminars, short-
courses and workshops 
Other: (please specify) 
8. Your highest level of education: 
BS MS PhD 
9. Have you attended management 
education workshops, seminars,etc? 
_____ Yes (please specify) 
No 
10. Please rata yourself on your 
managerial skills: 
Excellent 
_____ Good 
Fair 
Poor 
11. Why are you not taking this course? 
(Check one) 
Not Interested 
Don't need such training 
Too many other priorities 
Supervisor discouraged 
Don't have time 
Too far to drive for such 
Wrong time of year . 
Other: (please specify) 
Please return in the attached envelope before May 18, 1988. 
Thank you. - Code No. 
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APPENDIX E: RAW DATA 
A. Item by Item Response to MEPS 
B. Summary of Evaluation Comments 
Item by Itam Response to HEBB 
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0 3_ 10 
15 5 
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0 3 10 
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0 8 18 
3 5 19 
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UKB B 
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a 35 67 
5 41 72 
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12 42 M 
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13 5.44 1.13 
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11 5.14 1.07 
11 5.04 1.28 
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WORK OR TEACHES 2 5 16 32 48 33 9 4.75 1.27 
OTHERS' missing Certes = 1 
Q12 'RESBOiNSIBimnES 1 1 a 8 35 62 31 5.76 1.02 
DISCUSSED OR 0 2 4 6 44 69 20 5.61 0.97 
ASSIGNED' 
Q13 'THINGS EMPHASIZED 0 1 5 6 21 66 50 6.01 1.03 
IN WORK QOUP' 0 0 0 5 23 69 48 6.10 0.79 
Q14 'HORKINS WITH GROUP' 0 1 4 2 30 73 M 5.90 0.93 
0 0 Ï 2 34 77 31 5.93 0.75 
Q15 'PEOPLE HEAR ABOUT 1 5 14 18 47 49 11 5.04 1.26 
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Ita by Item Itefficnse to IffiBB oonhinnea 
riHlHDHBBa XOÊOBB HDCS flnWHIff 
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BESCSD?-
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QtiA «UHDER ERBSSDRB* 
Q25 •RBSRBDIMS WORK 
lOAD' 
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Ç^7 'M&KINS A 
OOUHnHEHE* 
Q28 *I TRTiTi YOD 
8CMEIHINS* 
Q29 'QOALITÏ OF WORK' 
Q30 'GEimiS THINGS 
AND DOaNB' 
Q31 *CDRBEN!F 
ASSIOMBNT' 
14 7 
0 5 
mlBfling case = 1 
2 4 22 
2 7 13 
0 3 19 
1 0 11 
0 1 1  
0 0 0 
0 10 
0 0 0 
0 0 2 
0 0 1 
0 2 9 
0 13
missing case = 2 
0 0 2 
0 0 1 
missing case = 1 
AllD B flffffHOT MDCB 
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19BH A IBSH A 
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UKB B 
2 49 57 
7 54 52 
22 35 45 
20 41 43 
16 40 » 
22 57 43 
1 11 68 
1 15 63 
1 6 56 
0 9 51 
9 44 78 
9 42 73 
8 42 54 
10 39 60 
13 52 21 
4 46 83 
go 5.41 1.78 
25 5.56 1.02 
3S ig92 1^ 
19 5.04 1.41 
10 5.10 1.22 
11 5.12 1.08 
63 5.30 0.79 
66 6.34 0.69 
81 6.48 0.72 
85 6.52 0.61 
12 5.61 0.78 
20 5.70 0.81 
25 5.50 1.12 
30 5.70 0.99 
2 5.47 0.78 
10 5.67 0.68 
Item by Item Be^onae to HEBB oontinaed 
HMMHBBL VtMÛBS 
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TiTKB A TiTKB A £EBB A 
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TiVlS 
(232 «CSOBXIBnZB EOR 
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Q33 •OBJECTIVES 
DEFINED' 
Q34 «OBJECTIVES ARE 
BgraBT.TgHBni 
Q35 IDIFFICOUE 
snoanoNS' 
Q36 'OONBICERINS 
H(OBI£HS* 
Q37 'ESNMATE TIME 
AND RESODRCES* 
Q38 'REACHING 
laCISIONS' 
Q39 'DOPUCATION 
OF EFFORTS' 
1 3 8 
0 1 3 
misaing casa = 1 
0 3 10 
0 1 4 
0 0 8 
1 3 2 
0 1 0 
0 0 0 
0 1 10 
Ô 1 6 
1 5 21 
0 1 11 
0 1 13 
0 1 5 
misaing case = 1 
0 1 13 
0 3 8 
AAHDB 
ARB 
ABOUT 
nSM A 
pnmmmr 
MOBS 
IJKB B 
IBBH A 
WCH 
IHE 
T.TKH B 
AUD8V 
ESBCOX 
SUB B 
Z fiD 
12 45 SB 2B &3Z 1.17 
10 48 58 24 5.35 0.96 
u Si a 2 ëiis 1.04 
13 48 67 12 5.46 0.92 
25 §2 43 2 5.11 0.94 
15 62 51 11 5.28 1.02 
3 36 86 U 5.81 0.74 
3 43 78 21 5.80 0.70 
16 51 a 10 5.26 1.03 
7 53 60 18 5.51 0.97 
19 47 42 10 4.88 1.30 
15 57 51 10 5.21 1.03 
2§ 57 38 9 5.01 1.06 
22 77 33 7 5.08 0.88 
2 40 55 22 5.49 1.17 
13 40 64 17 5.41 1.14 
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Item by Item Responne to HSEB oonUmed 
•mai mtma XU08I HDCa APHRamT AllDB PtMPmSfT WCH latÊOBt X SD 
EOCnZ USE HQBE ARE KSB WEB CTHflTiY 
UKBA EEKBB. UEB A IBOOlf UZB B £ISB B LUB B 
B IHBHB BSfOUS SBBH A miH A 
IXSCBXP-
TTVB 
072 'SEBCIFIC LASKB 
vao saaain 
PERFORM' 
Q73 'GENERAL EEXUBIOM 
MARINS' 
0 12 
0 0 4 
mi Ming casa = 1 
O i l  
0 0 3 
missing case = 2 
10 
9 
1 
7 
SI 
55 
M 
46 
61 
66 
65 
73 
13 
11 
3à 
16 
5i49 
5.49 
èsM 
5.63 
0.86 
0.84 
0.83 
0.82 
Q74 'UMFOPDIAR 
DECISIONS' 
0 2 7 
10 6 
missing case = 1 
1§ 
10 
51 
61 
55 
50 
10 
17 
5^25 
5.40 
1.03 
1.00 
Q75 'AœOHELISHINS 
WORK' 
0 2 1 
0 0 2 
missing case = 1 
5 
2 
29 
28 
là 
75 
33 
38 
5.88 
6.00 
0.92 
0.80 
@76 'ASTER IXffiK 
ASSiaiED' 
0 2 3 
0 0 1 
missing case = 1 
5 
5 
24 
31 
70 
83 
40 
25 
5s92 
5.87 
1.00 
0.76 
Q77 'TROOBUB GBPimS 
WORK OOI' 
10 6 
0 0 2 
missing case = 2 
14 
7 
31 
45 
72 
65 
M 
26 
5.55 
5.73 
1.05 
0.86 
Q78 'PRŒiaiB 
8EECIFIC 
WORK TASKS' 
13 4 
0 2 4 
missiag case = 1 
15 
14 
58 
56 
48 
54 15 
5.29 
5.39 
1.09 
0.99 
Ita by Item Respomam to MEBB oontiiUBd 
Emms MQBB 
Tal KIC T.I KIC 
man B iBaH B 
Q79 •^QOKZNS ADODT 0 1 
PERFORMANCE' 0 0 
mlaslng case = 1 
Q80 •AOCEFE SERFOBMSNCE 1 0 
IZVEL' 0 0 
missing case = 1 
Q81 'TIME SEEKT 1 2 
HELRINS OTHERS' 1 1 
mlsslnj case = 1 
Q82 'EEOFZE HZSIAKBS' 0 2 
0 0 
missing case = 1 
Q83 'DIFEERENCE OF 0 1 
OFDHQNS' 0 0 
missing case = 1 
Q84 'DISAGREmENT 0 0 
HUH OIHERS' 0 0 
missing case = 1 
Q85 'RESOLVINS 1 7 
PBOBIBiS' 0 1 
missing case = 1 
ajod B flnwaww was 
XKB KBB HOBE 
SBQOE T.-nre b £EKB B 
raBH A man A 
SUÊOES Z SD 
TOCTfiY 
xazB B 
i 33 65 
S 26 75 
8 43 60 
7 51 64 
32 48 42 
9 58 50 
3 49 59 
8 45 71 
10 53 61 
10 56 59 
11 ^ 64 
9 44 69 
18 40 44 
21 53 52 
41 5.97 0.86 
38 6.00 0.80 
2§ 5.61 1.05 
22 5.68 0.81 
16 &22 liW 
22 5.48 1.04 
22 5.67 0.99 
21 5.72 0.78 
18 5.57 0.87 
19 5.59 0.83 
16 5.58 0.82 
20 5.65 0.87 
16 4.98 1.39 
11 5.25 1.00 
Itam by Itam Reqionflft to HEBB ormtinmnil 
HHHHŒBR MIDST MDCH SGHBBKT A JOD B iintma/r WCH tSMOaOC X 8D 
eucqx MSB mes SBB ICRB MSB BncTTiT 
IXKB Ik £EKB A UXB A XBQOS IXSB B UBB B lOXB B 
IB2NB ŒBHB BQDBUUr raiH A ÏBSH A 
nSBCKEP-
XIVK 
Q86 •DGCISIGNB IN 
Q87 'DISKEBOINIMENir 
OOCQBSi 
Q88 'SERIES OF 
UTTTg IBOBiaB' 
089 iBIERSENS OF 
SEVERE mOBIBlS' 
Q90 •HEKVY WORK lOAD' 
Q91 'SHARED 
IAIL0RE8' 
Q92 'SGREENENT 
REACHED' 
0 2 8 
0 19
missing case = 1 
0 16 
0 0 0 
missing case = l 
0 2 11 
14 6 
missing case = 2 
0 0 0 
0 0 0 
missing case = 1 
0 0 0 
0 0 0 
missing case = l 
0 10 
0 0 0 
missing case = 2 
O i l  
0 0 1 
missing case = 1 
go 
12 
15 
13 
2â 
IS 
5 
1 
6 
1 
2 
1 
S 
5 
46 
55 
§S 
55 
S3 
43 
24 
24 
30 
40 
n 
19 
26 
28 
SO 
54 
55 
56 
46 
55 
70 
79 
69 
59 
66 
80 
81 
73 
3à 
14 
IS 
21 
M 
20 
45 
41 
39 
45 
42 
44 
30 
38 
5.34 
5.30 
5.36 
6.08 
6.10 
5.91 
5.97 
1.02 
0.97 
0.85 
lil4 
1.20 
0^ 
0.68 
0,81 
0.79 
0.83 
0.6? 
0.84 
0.81 
Item by Item RBsponae to HEBS ooetimea 
nWf WTHRER tiwea MDca 
KnnfiT.Y MOBB 
mm B i™i B 
SGHEaBKC AMD B flflfflBTOT WCB SD 
T.TKB A 
EQUKUar 
nsacBip-
TiVK 
mu A 
USB B 
IBSH A 
T.TKB B ISMS B 
Q93 BEQDIBŒNT »ND 1 g 4 5 3^ W M 5.79 1.12 
EafiTTiTTIES' 0 1 3 14 24 60 43 5.84 1.06 
missing case = 1 
Q94 •mXBOLL OOGTS* 0 1 5 33 30 M 5.65 1.03 
0 1 22 11 35 64 32 5.76 0.97 
missing case = 2 
0 1 
0 1 
FEEDBACK' missing case = 1 
Q95 «KBGKCrVB » 2 4 43 73 21 5.72 0.85 
EERFQRHANCE 1 7 39 73 24 5.75 0.86 
* Pre test Scores all lines 
**Post test Scores all lines 
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Summary of Evaluation Comments 
Agricultural Education 593 F - Management Styles in Extension 
Dr. Robert A. Martin - Professor in Charge of the Course 
The follow are some of the comments make by the participants 
in the Management Styles in Extension course offered during 
the Spring Semester 1988. 
"Excellent course applied to our real needs. We need more 
like this." 
"This course stimulated my thinking about management and 
decision-making. Liked the case study approach." 
"The course was very worthwhile . . . informative and 
stimulating . . . Very good course - perhaps should be 
requirement for extension personnel?" 
"Motivation of people is the message I picked up from the 
course. There are different way to do this in order to 
achieve an objective." 
"Course was presented in a manner I could relate to. The 
course will help me as an extension worker." 
"I was impressed with Or. Martin's teaching style. I gained 
a perspective on my decision making and leadership on the 
job. I thought I would be uncomfortable with some of the 
role playing and other ingredients of the course, but I found 
it interesting." 
"Excellent course - continue the good work. I am very sure 
this will have an impact on my management style." 
"Very helpful in Extension - was not convinced of that before 
I took the course. Will attempt to be more observant of 
personal management styles and tolerant of other management 
style." 
"This was a great class! I think it will help me reach some 
of my goals. felt I really needed training in management 
and I learned a lot." 
"Strengths: Excellent roleplaying, the participants will 
never forget the "Managerial Grid" in their life time and it 
helps them to see where they are in the grid." 
